
 
 

 
 

                          
 

The Commonwealth of Kentucky 
Unified Plan 

PY 2012 – PY 2017 
 
 

Title I of the Workforce Investment Act of 1998 
 

Wagner-Peyser Act 
 

Trade Act 
  

Veterans Programs 
 

Unemployment Insurance 
 
 

Effective July 1, 2012 – June 30, 2017 
                                          

 

 

 
 

 



 
 

 
 

THE COMMONWEALTH OF KENTUCKY UNIFIED PLAN 
2012 - 2017 

Table of Contents 
 

A.     State Vision and Priorities........................................................................................... 1-15 

B.     One-stop Delivery System ........................................................................................ 15-36 

C.     Plan Development and Implementation .................................................................... 36-38 

D.     Needs Assessment..................................................................................................... 38-69 

E.      State and Local Governance..................................................................................... 70-97 

F.      Funding ................................................................................................................... 97-100 

G.     Activities to be Funded ......................................................................................... 100-141 

H.     Coordination and Non-Duplication....................................................................... 141-147 

I. Special Populations and Other Groups ................................................................. 147-163 

J.      Professional Development and System Improvement........................................... 163-170 

K.     Performance Accountability ................................................................................. 170-178 

L.     Data Collection...................................................................................................... 178-179 

M.  Corrective Action.................................................................................................. 179-183 

N.     Waiver and Work-Flex Requests .......................................................................... 183-186 

O. Certifications and Assurances............................................................................... 186-193 

 

ATTACHMENTS 

A. 
B. 
C. 
D. 
E. 
F. 
G. 

Checklist, Contacts and Signatures 
WORKSmart Kentucky KWIB Strategic Plan 
Unbridled Future – Economic Development Strategic Plan 
Organizational Charts 
Kentucky Grievance and Appeals Procedures 
Kentucky EEO Grievance Procedures 
Kentucky Non-discrimination Statement 

H. Full Waiver Plans 



 
 

    
A.  State Vision and Priorities  
 
Describe the governor’s vision for a statewide workforce investment system.  Provide a summary 
articulating the governor’s vision for utilizing the resources of the workforce investment system in 
support of the state’s economic development that address the issues and questions below.  States are 
encouraged to attach more detailed documents to expand upon any aspect of the summary response if 
available. (WIA §112(a) and (b)(4)(A-C).)  
 

Governor Steve Beshear envisions a workforce system in the Commonwealth of Kentucky 
(hereinafter referred to as the Commonwealth) that breaks down the silos that have dominated the 
landscape of workforce development for many years. The new system will fully integrate state 
and local resources to create a seamless system to serve the employer community, as well as the 
individuals who will use the system. As a demonstration of his commitment to transform the 
system, Gov. Beshear dissolved the Commonwealth’s previous workforce investment board and 
established a new board in its place. The size of the board was increased dramatically to include 
representatives from a variety of state government cabinets, businesses and stakeholder groups 
that would be necessary to affect change in a meaningful way. 
 
The new board was installed in the spring of 2009 and immediately began a process to develop a 
strategic plan to transform the Commonwealth’s workforce development system. This plan 
would help the state meet the challenges of a changing global economy and address the most 
immediate concerns of the “Great Recession.” The process included an extraordinary stakeholder 
engagement process with input from employer and individual customers, local and state 
workforce professionals, economic development officials, educators and business leaders. 
 
What emerged was a consensus belief that the system was overly complex, not user friendly, 
program driven, and lacked the cohesion of an efficient and effective service-delivery 
organization. It also became obvious to the business leaders guiding the planning process that 
working with the status quo would not yield the desired results. A push for innovative solutions 
to the challenges identified would be critical for success. The use of national best practices and 
private sector business models were employed.  
 
What emerged was a philosophy that investment decisions should be based not on the availability 
of funding streams or existence of programs, but rather on the demand for occupations, the hiring 
needs and challenges of the Commonwealth’s employers, and the best available data on new and 
emerging businesses. Instead of running programs, the Commonwealth would become a state 
where the workforce system was in the employer solutions business. 
 
With an extraordinary amount of stakeholder input, the business- and industry-led committees of 
the board developed a vision statement to guide the development of goals. 
 
A New Vision for the Commonwealth’s Workforce System 
 
The Commonwealth will transform the workforce development system through innovative 
practices which enhance sustainable economic and job growth to improve the lives of 
Kentuckians. 
 
Goals: 

1. Align education and workforce goals 
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2. Align workforce and economic development goals 
3. Simplify the system 
4. Create a customer-centric approach 

 
(See Attachment B for a complete copy of the WORKSmart Kentucky plan document) 
  
1. What are the state’s economic development goals for attracting, retaining and growing business 

and industry within the state?  (§112(a) and (b)(4)(A-C).)  
  
The Kentucky Cabinet for Economic Development’s (KCED) Unbridled Future is the 
Commonwealth’s economic development strategic plan that articulates six priorities, along with an 
associated set of strategies and action items, to provide the Commonwealth with a holistic guide for 
development. As the plan is implemented, the precise balance between each may vary, but it is 
important that attention is paid to each one since all of the priorities will impact the state’s success in 
attracting and retaining the strategically targeted business/industry sectors resulting in the creation of 
jobs for its citizens. (See Attachment C for a complete copy of the Unbridled Future plan document.) 
 

1. Continue to Create a More Competitive Business Climate 
The Commonwealth has already made strides at making its business environment more 
competitive. In 2005, the Kentucky legislature passed a major tax-modernization initiative 
which eliminated the corporate license tax and lowered the corporate income tax rate to 6 
percent. Such changes helped the Commonwealth’s Business Tax Climate ranking rise faster 
than any other state since 2009, up 15 spots to 19th in the current rankings on the 2011 State 
Business Tax Climate Index. In 2009, the Commonwealth’s business incentives programs 
were streamlined, reforming existing incentives and creating new ones for new and 
expanding companies in the state. In addition, the Commonwealth continues to rank 
competitively from a business perspective as well. CNBC’s 2011 “Top States for Doing 
Business” ranked Kentucky as the state having the fourth lowest cost of doing business. 

 
2. Attract, Develop, and Retain Business 

The Commonwealth has enjoyed a great deal of success. As the home to nine Fortune 1,000 
companies and 82 announced new locations since January 2010, the state is clearly doing 
many things right. However, in the competitive market of today, it is necessary to continually 
seek better methods to maintain success. 

 
3. Create and Market a Powerful Kentucky Brand 

Aggressive marketing and communications are critical functions of any effective economic 
development effort. In fact, product promotion may be the most important function of today’s 
economic development organizations. It is critical that marketing tactics are used to 
communicate the Commonwealth’s strengths to both internal and external audiences that 
impact the state’s economic development future. 
 
KCED currently has a comprehensive marketing and communications effort in place that 
includes paid advertising, media relations, special events, sponsorships and electronic media 
tactics. This plan recommends some additional strategies to incorporate into existing efforts, 
particularly as it relates to marketing the state as a prime location for companies in each of 
the targeted industry sectors. 
 
KCED has a variety of partners that support business development and marketing efforts. A 
coordinated effort, with KCED assuming a leadership role, will ensure the most “bang for the 
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buck” in enhancing awareness of the Commonwealth and its assets. 
 

4. Work Toward Sustainability 
Sustainability, according to the United Nations World Commission on Environment and 
Development, can be most simply defined as the ability to meet our needs without 
compromising the ability of future generations to meet their own needs. Developing a 
sustainable agenda for the Commonwealth is important to preserving and enhancing qualities 
of the state that are important to its residents as well as supporting green building and design, 
and the development and use of renewable energy. In addition, many corporate location 
projects today are considering sustainable practices in their location decisions, particularly 
those involved with the development or support of alternative energy and solar and wind 
support manufacturers, all of which are designated sector targets for the Commonwealth. 
Other Commonwealth targets that may want to locate in a sustainable state include energy-
efficient lighting and sustainable packaging manufacturers, as well as any other sector that 
practices sustainability internally. 
 
The Commonwealth has several statewide, community and university-based programs and 
initiatives that are related to sustainability. In addition, Gov. Beshear’s strategic energy 
action plan titled Intelligent Energy Choices for Kentucky’s Future addresses sustainability 
by increasing the use of renewable energy sources, improving energy efficiency, developing 
cleaner methods to utilize fossil energy resources, diversifying the state’s electricity and 
transportation energy portfolios, and better integrating the agricultural and energy economies. 
Increasing a state’s use of renewable energy is important because it encourages job creation, 
energy security, cleaner air and market demand for renewable and clean energy supplies.  
 
Many states have adopted Renewable Portfolio Standards (RPS) and Alternative Energy 
Portfolio Standards (AEPS) goals or requirements as part of this effort, which gives states a 
standard designating the amount of electricity utility companies must generate from 
renewable or alternative energy sources by a given date. As of October 2011, 27 states plus 
the District of Columbia had enacted RPS requirements, four states have an AEPS 
requirement and another seven had RPS or AEPS goals for a total of 38 states. While 
Kentucky does not have RPS/AEPS requirements or goals, six border states (Missouri, 
Illinois, Indiana, Ohio, West Virginia and Virginia) have such programs in place. North 
Carolina is another competitor state of Kentucky that has an RPS in place. 
 
Leadership in Energy and Environmental Design (LEED) is an internationally recognized 
green building certification system developed and administered by the U.S. Green Building 
Council (USGBC). As of Oct. 21, 2011, there were 44 LEED certified facilities in the 
Commonwealth, and another 154 projects registered for certification.  The Commonwealth 
currently ranks 32nd overall in the number of LEED certified facilities. The Commonwealth 
has two programs in place which support construction of LEED certified facilities. In 2010, 
Governor Beshear signed legislation which supports and encourages the construction and 
renovation of school buildings using efficient design concepts that meet defined certification 
requirements. In 2009, Gov. Beshear signed legislation requiring all new public facilities and 
renovations using 50 percent or more of state funding to achieve LEED certification. 
 

5. Foster Innovation and Technology 
As the recruitment of projects and jobs becomes more difficult and expensive, the 
Commonwealth must enhance its efforts to build an internal infrastructure to foster the 
organic growth of its own local companies. The Commonwealth has several established 
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programs and efforts that acknowledge the importance of innovation and commercialization 
of homegrown technology, but these efforts appear to be underfunded, underappreciated and 
underutilized. 
 
The Commonwealth’s current programs to support innovation-based companies are delivered 
by two entities – KCED’s Office of Commercialization and Innovation (OCI) and the 
Kentucky Science and Technology Corporation (KSTC). Some of these programs, such as 
the SBIR/STTR Matching Fund Program, are recognized successful models, while others 
may need some modification to better address the needs of the constituents they are designed 
to serve. 
 
Creating wealth and jobs through fostering innovation and commercialization requires the 
establishment of a closely knit array of knowledge, skills, money, programs and services. It 
begins with the development of human capital through an effective K-12 education system 
and continues with quality university education, particularly science, technology, engineering 
and mathematics. 
 
The intellectual property generated as a result of the investment in education must then be 
supported through an array of funding vehicles that address the various stages of an idea’s 
development from conception to commercialization and on into the growth cycle of the 
company. 
 
As the idea matures, the support and funding typically evolves from the public sector to the 
private sector, with some programs and policies being used to facilitate the transition. 
 

6. Create an Entrepreneurial Culture 
An entrepreneur may be best defined as “one who organizes, manages and assumes the risks 
of a business or enterprise.” The role of entrepreneurship and the importance of development 
of an entrepreneurial culture in economic development have often been underestimated. 
 
Over the years, however, it has become increasingly apparent that entrepreneurship does 
indeed contribute to economic development. Transforming ideas into economic opportunities 
is the crux of entrepreneurship. History shows that economic progress has been significantly 
advanced by pragmatic people who are entrepreneurial and innovative, able to exploit 
opportunities and willing to take risks. 
 
The Commonwealth has a wide variety of programs to encourage and support entrepreneurs 
and small business. However, it appears that many of these offerings operate in a silo, 
without consideration for how they might interface with and coordinate with other programs. 
A coordination of programs for entrepreneurs will help avoid duplication, maximize available 
resources and ensure that all needs are addressed. 
 
Creating entrepreneurial communities is a concept that recognizes the role communities can 
play in supporting entrepreneurs. Economic development and community development are 
two sides of the same coin, and communities that offer an entrepreneurial culture are much 
more likely to be successful in overall economic development activities. 
 

It is important to note that the plan also identifies 10 key business sectors important to the 
Commonwealth’s future. These are also in alignment with the top five sectors identified by Kentucky 
Workforce Investment Board’s (KWIB) sector work. 
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2. Given that a skilled workforce is a key to the economic success of every business, what is the 

governor’s vision for maximizing and leveraging the broad array of federal and state resources 
available for workforce investment flowing through the state’s cabinet agencies and/or education 
agencies in order to ensure a skilled workforce for the state’s business and industry?  (§112(a) 
and (b)(4)(A-C).)  

 
In June 2009, Gov. Beshear reconstituted KWIB and at its initial meeting the Governor’s Chief 
of Staff Adam Edelen articulated Gov. Beshear’s expectations.   
 
Edelen stated, “The Kentucky Workforce Investment Board (KWIB) is charged with developing a 
strategy that is going to make sure every child and every member of our workforce is able to 
realize their dreams here, raise their families, make a living and be able to compete. The work 
here is critical for setting the tone for the entire state and that is an important mandate. The 
Governor charges the KWIB to consider and make recommendations on the infrastructure 
necessary to support workforce development activities in the way that major players can both 
work together collectively and more effectively leveraging available funding for both public and 
private sources. The Governor’s goal for the KWIB is to establish a true system for workforce 
development activities that will be flexible, coherent and responsive to the needs of businesses 
and is designed to ensure that Kentucky has the workforce able to meet the challenges of the 21st 
century.” 
 
It was with that charge in mind that the board began a strategic planning process resulting in the 
“WORKSmart Kentucky Strategic Plan” (See Attachment B). The plan demonstrates a 
commitment to leveraging state and federal resources focused on workforce investment across 
state government. The process to develop the strategic plan involved all board members 
representing a variety of agencies, as well as business and community partners. Focus groups 
consisting of business people, customers and staff were conducted. Each of the 25 action steps 
included in the WORKSmart plan is grounded in vertical and horizontal partnerships across state 
government.   
 
An example of a vertical partnership effort supporting the Governor’s expectations is the Sector 
Strategies action step that focuses federal and state resources around statewide and regional 
growth sectors detailed elsewhere in this document. This action step will impact K-12, 
community college, university, economic development and workforce development investment in 
sector strategies.  In addition, it will guide the creation of talent development pipelines to support 
the regional and state identified sectors.  
 
An example of a horizontal partnership effort is the Partner for Success action step. It is an 
internal effort of the Department of Workforce Investment (DWI) that is focused on integrating 
service delivery of all four offices within the department. Those offices are the Office for the 
Blind (OFB), the Office of Career and Technical Education (OCTE), Office of Employment and 
Training (OET), and the Office of Vocational Rehabilitation (OVR). 
 
A means of supporting the Governor’s desire that the major workforce development partners 
work collaboratively is the Workforce Development Academy. This action step provides training 
for all partners at every level of the system to be demand driven and solutions based to ensure a 
customer-centric service delivery methodology. This initiative was funded through the 
Governor’s Statewide Reserve. Its future is unclear as discretionary funds for statewide 
innovation have been reassigned to federal administration.   



6 
 

 
Before they were diverted to the federal government, Statewide Reserve investment funds were 
also used to seed projects such as Skill Up that support skill development to meet the needs of 
business and industry. This was the Commonwealth’s adaptation of the I-Best model integrating 
adult education and industry certification into one curriculum for adult learners that was being 
piloted across the Commonwealth. Other innovative projects once supported by these funds 
included: Work Ready Communities (an education, workforce and economic development, and 
elected leadership framework for local accountability and change), system rebranding and 
outreach, user-friendly online services, economic development academy.  The Commonwealth is 
utilizing the remaining Statewide Reserve funds to advance all of these projects, but on a limited-
funded basis. 

 
3. Given the continuously changing skill needs that business and industry have as a result of 

innovation and new technology, what is the governor’s vision for ensuring a continuum of 
education and training opportunities that support a skilled workforce?  (§112(a) and (b)(4)(A-C).)  

 
During the Governor’s State of the Commonwealth speech on Feb. 1, 2011, he declared, “Our 
challenge, this night and in the mornings ahead, is to continue employing sound and strategic 
approaches to help our families and businesses survive … attacking fundamental problems 
plaguing our people … and transforming government through a strict diet of fiscal responsibility, 
ethics and integrity.”   
 
Two of the three priorities that the Governor detailed in his address were education and creating 
jobs, which re-emphasized the charge that the Governor gave to the KWIB. He has challenged 
the system to move away from a silo program and service delivery model to a system that is 
structured based on inputs, value-added processes and outputs. Inputs include human capital, 
funding streams, partners, physical components and data. Value-added processes are focused on 
career development, workforce readiness, employee/employer services and support services. 
Finally, outputs are workers meeting the needs of our business and industry customers that 
continue to drive quality-control efforts. 
 
The Sector Strategies initiative results will assist the Commonwealth with the education and job 
creation priorities, as well as working as a system. This will be accomplished by adapting to the 
changing skill needs derived from innovative practices and new technologies that business and 
industry are embracing. Additionally, in 2011 an Industry Partnerships initiative was launched 
that provided seed money to identify emerging skill needs. That information will be used to 
adjust education and training investments to meet the needs of state and regional growth sectors. 
Information garnered through Industry Partnerships will be folded into the Eligible Training 
Provider List Enhancements KWIB initiative to ensure that providers are meeting the current and 
future needs of high-growth sectors. 
 
Another structural endeavor is the Accelerating Opportunity Kentucky (AOKY) initiative.  The 
principal partners, Kentucky Adult Education (KYAE), the Kentucky Community and Technical 
College System (KCTCS) and the Kentucky Education and Workforce Development Cabinet 
(KEWDC) are working to change their institutional culture.  
 
The AOKY initiative envisions two- and four-year outcomes.  Key two-year outcomes will 
include the engagement of adult education instructors and college technical faculty to deliver 
team-taught contextualized curricula.  Adult education students will also have greater access to 
resources and be recognized as an important population of the education pipeline.  After four 
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years, the pathways will be integrated and sustained as the norm.  Students will progress toward 
marketable credentials while bypassing developmental education.   
 
A grassroots, complementary initiative that has over a third of the counties in the state already 
working to achieve results in just six months is the Commonwealth’s Work Ready Communities, 
another action step included in the WORKSmart plan. This initiative is designed to reinforce the 
need for local and regional collaboration among business, education, workforce and economic 
development to meet the needs of a skilled workforce. Counties and regions can be certified as 
work ready by meeting threshold criteria on trainability, productivity and quality of life.  
 
The Governor has demonstrated his commitment to ensuring an education and training 
continuum via Statewide Reserve investments such as Skill Up, Prescription for Health, and 
Sector Internship. The loss of these funds to the federal government jeopardizes the ability to 
fund such innovations in the future. 

 
4. What is the governor’s vision for bringing together the key players in workforce development 

including business and industry, economic development, education, and the workforce system to 
continuously identify the workforce challenges facing the state and to develop innovative 
strategies and solutions that effectively leverage resources to address those challenges?  
(§112(b)(10).)  
 
The Commonwealth’s strategic plan continues to serve as a model for other states as evidenced 
by the numerous inquiries and requests for technical assistance from states such as Oklahoma, 
South Carolina, California, Virginia, Minnesota, Missouri and Kansas.  
 
Several reasons for this interest include the dramatic rate at which changes recommended by the 
plan have been and continue to be implemented. The KWIB attributes much of this success to the 
manner in which the plan was developed, the way it is managed by the board, and the quality of 
the innovative initiatives prescribed to transform the system. 

 
Plan Development 
The WORKSmart Kentucky plan maximized business and industry involvement, as well as 
partner agency and local workforce professional participation in the development of the 
strategies, goals and vision. This extensive engagement process created a sense of ownership in 
the plan and served as a platform for a unique plan implementation management model 
developed by the board and its staff. 
 
Plan Implementation Management Model 
Strong plan ownership across agencies and all levels of accountability and governance has 
resulted in a model which created a board champion for each initiative. This member of the 
KWIB acts as the spokesperson and chair of a steering committee or task force developed to 
implement the initiative. A state staff person from one of the partner agencies or the KWIB staff 
serves as the day-to-day manager of the project and assumes all responsibility for project 
organization, scheduling, budgeting, logistics and communications. Steering committees made up 
of stakeholders (including business and industry as well as local WIBs) serve as the decision- 
making bodies in designing the programs, detailing implementation steps and making policy 
recommendations to the KWIB. This model has also enabled the board to monitor progress 
through the preparation and distribution of monthly status reports.  The monthly reports may be 
viewed by accessing the KWIB website:  
http://www.kwib.ky.gov/archivedimplementationupdates.htm 
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Quality of Initiatives 
A common thread woven throughout the state’s strategic plan is the extremely high level of 
quality with which each initiative is approached and implemented. With largely private-sector 
board members serving as champions, the expectation that board projects meet private-sector 
standards is inherent in our management model. Several examples can be found in the 
implementation of the following three projects.  
 
A. Making Investment Decisions Based on Sector Strategies 
 
Sector strategies will be developed by state and regional, employer-driven partnerships of 
industry, education and training, and other stakeholders focusing on developing workforce 
expertise to meet the needs of key industries. It will coordinate information and resources to 
develop and implement effective responses to workforce challenges common among employers.  
 
The state developed a toolkit for local workforce areas to use in developing effective sector 
strategies at the local and regional level. In addition, the state identified several sectors with 
statewide impact, and, under the leadership of business leaders from that sector, fully developed a 
strategy to serve as the model for all future state, regional and local efforts.  
 
A critical success factor for this project is the engagement of the employer community with 
economic development, educators, elected officials and the workforce system, however the 
workforce system should not drive the development of a strategy strategies must come from the 
private sector. 
 
B. Certifying Work Ready Communities 
 
“Although the exodus of manufacturing from the United States to offshore locations that became 
more pronounced during the past 20 years was devastating to many communities, it can be 
argued that the loss of these lower-skilled production operations made room for the next 
generation of manufacturing and production that is still occurring today. New industries such as 
biotechnology and advanced manufacturing require higher-skilled workers and flexible labor 
forces that many less-developed nations do not offer.”   – Area Development Online, March 31, 
2010  
 
In order for the Commonwealth to remain competitive for these new industries, our communities 
must promote the availability of that skilled workforce. To provide business and industry with 
the assurance of the availability of this resource, the KWIB created a program to certify 
communities as “work ready.” Communities must apply for this certification and meet certain 
high standards for education attainment and credentialing in order to receive the status. Based on 
the Georgia and Oklahoma models, Kentucky added criteria demanded by employers in today’s 
economy, including the documentation of achievement in soft skills and computer literacy. Work 
ready certification gives an assurance that economic development, education, workforce 
development and local elected officials are aligned in support of common goals that improve the 
skills of workers. 
 
C. The Kentucky Solution 
 
In collaboration with the KCED and the Kentucky Association for Economic Development, the 
KWIB and the KEWDC prepared and submitted a Workforce Innovation Fund proposal based on 
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the following concept which originated in the private sector as a training academy designed to 
create better communication and cooperation between economic development and workforce 
professionals. This expanded concept demonstrates the innovative thought process of private-
sector leaders and government officials when collaboration reaches its highest levels. 
 
A primary goal of the KWIB strategic plan is to align the Commonwealth’s workforce 
development system with economic development strategies. The vision addresses the needs of 
prospective employers, as well as Kentucky firms looking to expand in the state via a 
comprehensive, cohesive, unified approach we call The Kentucky Solution. This collaborative 
approach delivers on the Commonwealth’s new brand, integrating economic and workforce 
development solutions. 
  
Over the past two years, the KCED and the KEWDC concentrated on efforts to cultivate and 
nurture a stronger relationship.  This relationship will attract new, high-demand jobs and fortify 
the talent pipeline. The Commonwealth currently lacks a competitive approach to aligning 
economic and workforce strategies and resources in order to attract, develop and retain business 
in today’s global economy. Both cabinets agree that it is necessary to change the culture of our 
systems. We must make the collaborative process part of our DNA and not just an occasional 
activity when it is convenient. 
   
The two cabinets have worked to align sectors and develop a coordinated strategic approach to 
service delivery. However, this partnership has not transcended to an overhaul of our respective 
service-delivery systems.  Regional stakeholder input sessions demonstrated our ineffectiveness 
in meeting business demands. 

 
This partnership has not become a part of our policy, governance or administrative structures.  
Current business services strategies are not fully aligned resulting in a lack of coordination. 
Policies and procedures fail to provide a common solution to address business needs and identify 
and develop talent pipelines which meet the skill, recruitment and retention needs of employers. 
There is no mechanism to share or report data, identify agency leads or develop and utilize 
common protocols. The Commonwealth has ineffective tools in place for measuring return on 
investment — the impacts and outcomes of our investments.  
   
To better assist the long-term unemployed and underemployed, the Commonwealth must alter its 
“DNA” to focus on sector strategies and industry partnerships, leading to effective career 
pathways for high-demand jobs that are key to our economic future.  The Kentucky Solution is 
based on strong partnerships, regionalism, leveraged resources, entrepreneurship, talent 
development and responsive employer services.  
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Creating the framework for The Kentucky Solution approach and changing our DNA means:  
resetting executive, regional and local policies, operations and practices; understanding the 
business climate and development needs; promoting the Kentucky brand; supporting 
sustainability, innovation and technology; and fostering an entrepreneurial culture.  An employer-
led solution is a must.  Employer leadership, through industry partnerships, will bring the sector 
strategies to life and serve as the basis for developing a world-class talent development pipeline 
producing best-in-class employees for employers. 
 

5. What is the governor’s vision for ensuring that every youth has the opportunity to develop and 
achieve career goals through education and workforce training, including youth most in need, 
such as youth who are:  out of school, homeless, in foster care or aging out of foster care, 
offenders, children of incarcerated parents, migrant and seasonal farm worker youth, have 
disabilities, or are other youth at risk?  (§112 (a).)  

 

In Oct. 2009, Gov. Beshear created the Transforming Education in Kentucky (TEK) task 
force to provide valuable guidance to shape the future of education in our state.  The goal of 
the task force was to create a unified vision of what schools in the Commonwealth need to 
offer to better serve students today and tomorrow. TEK builds on current efforts like the 
Common Core Standards Initiative, Graduate Kentucky, and the Gates Foundation/SREB 
college and career readiness initiative. Against a backdrop of renewed energy and activity, 
the task force finalized recommendations to channel all of these efforts into an integrated and 
comprehensive system of education in the Commonwealth. A few of the key tenets inherent 
in the recommendations are as follows:  

 improving college and career readiness, 

 providing every student with the opportunity to earn college credit during high school, 

 making better use of technology to improve teaching and learning, 

 improving academics in career and tech schools, and  

 creating a system of assessments that measure what employers value. 
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Graduate Kentucky is another initiative of the Governor and First Lady Jane Beshear that applies 
a community approach to preparing the young people in the Commonwealth. It was established 
with the recognition that the greatest challenge to preserving and expanding the 
Commonwealth’s comprehensive excellence in the global community of the 21st century rests in 
our ability to produce an educated workforce. Regional summits conducted for two years have 
brought to the forefront strategies that students, parents, schools, communities and businesses can 
use to keep students in school. Legislation that would raise the dropout age to 18 while requiring 
the creation of richer alternative education options for young people has been proposed numerous 
times. But the Kentucky General Assembly has failed to pass the bill. 

The Graduate Kentucky State Steering Committee Final Report , released in April 2012, 
highlights the efforts of this statewide initiative aimed at lowering the dropout rate in Kentucky.  
The Governor’s office and First Lady Jane Beshear teamed up with businesses and community 
leaders, parents, teachers, policy-makers and students to hold summits across the state in order to 
confront the issues that lead to a child’s decision to drop out of school.  Summit results and 
analysis listed in this report will be useful and provide guidance to help determine youth 
programs and services for now and in the future.  Statewide best practices are highlighted in this 
document and represent replicable solutions to the problems facing Kentucky’s at-risk youth.   

Within the workforce system, the focus has been on strengthening transition services and support 
strategies that lead to the development and achievement of career goals through education and 
workforce training. The hope is to create an early-warning system to target at-risk youth that are 
most in need including those that are homeless, in foster care, aging out of foster care, offenders, 
children of incarcerated parents, migrant and seasonal farm workers, and youth with disabilities.  

The High School Outreach initiative is where the emphasis around building an early warning 
system for at-risk youth is grounded.  The Steering Committee for this initiative has made the 
Individual Learning Plan (ILP) the anchor of the early warning system.  The ILP is an on-line 
education and career planning tool made available to schools, teachers, students and parents.  It is 
available for students grades 6-12 bringing together their academic achievements, extracurricular 
experiences and career and education exploration activities. This enables students, parents, 
teachers and counselors to work together to develop a course of study that meets the student’s 
needs and goals. 
 
The ILP has many features and resources that involve students on a variety of levels:  
 
 Exploring careers beginning in the 6th grade;  
 Finding careers that match their skills and interests;  
 Creating education plans;  
 Establishing personal goals and revisiting these as they progress through school;  
 Creating, maintaining and changing resumes;  
 Tracking and reflecting on their community services experiences, work experiences, career-

planning activities, and extra-curricular and organization activities;  
 Exploring colleges and postsecondary opportunities that match their career, postsecondary 

and life goals;  
 Connecting to the KHEAA.org (Kentucky Higher Education Assistance Authority) Web site 

for help with college planning, tuition assistance information and applications; and  
 Collecting personal information like assessment results, advising activities demographic 

information and educational history. 
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Acceleration and Intervention plans for students not meeting Explore, Plan and ACT benchmarks 
can be housed in the student’s ILP. The Intervention Plan module can be used for any 
intervention or acceleration for individual students; even if a student meets benchmarks.  Local 
workforce professionals are building a resource network in partnership with students, parents, 
teachers and counselors to assist in the acceleration and intervention strategies for at-risk 
students.  One example is Operation Preparation which began in Spring 2012, a joint effort of the 
Kentucky Department of Education and the Department of Workforce Development and provides 
a powerful opportunity for schools, students, parents and communities to collaborate in the 
process of effective advising and focus attention on the importance of planning for college and/or 
career.   
 
During March 2013, trained volunteer community advisors will meet one-on-one with every 8th- 
and 10th-grade student. The community advisor will use the student’s Individual Learning Plan 
or ILP (including career interest inventory and EXPLORE/PLAN results) to discuss the 
student’s:  career aspirations, required education/training and workforce skills; whether the 
student is on target to meet their goals; and whether the student is taking the courses 
recommended to prepare them for a successful future.  The meeting is designed to provide both 
information and inspiration for the student to achieve college/career-readiness.  This is a critical 
component of the early warning system for at-risk youth because in Kentucky school counselors 
face an average 450:1 student to counselor ratio, presenting challenges for establishing effective 
advising programs for at-risk youth. 

This year, KYAE, OCTE and OET have specifically focused transition services and support 
strategies on out-of-school youth, those in adult education and those in career and technical 
education.  Two specific initiatives include Accelerating Opportunity Kentucky (AOKY) and 
Go2College. 

These three agencies have invested in a multi-media outreach campaign entitled Know How To 
Go with a supporting website at http://knowhow2goky.org/ which is organized based on where 
specific target populations can plug into the education and training pipeline. Messaging targets 
those that need to stay in school, pursue adult education and take the next step in training. 
Another non-traditional outreach program to reconnect out-of-school and at-risk youth to 
education and training has been through the Commonwealth’s public library system.  Offering 
computers, workshops and staff assistance in public libraries is a non-threatening access point for 
youth.   

Accelerating Opportunity Kentucky (AOKY) is a collaborative effort of the Kentucky 
Department of Workforce Investment, KYAE and KCTCS. It provides an opportunity for young 
adults and adults to reengage with the education system.  The planning effort began in spring 
2011 and moved into implementation at eight colleges around the Commonwealth in January 
2012.  It will go statewide in January 2014 when the remaining eight colleges come on board.  
Kentucky’s vision for the Accelerating Opportunity initiative is to implement a collaborative 
career pathways model that prepares students to be college and career ready.  The testimonials 
from both youth and adults through AOKY can be viewed at the following link:  
http://acceleratingopportunityky.kctcs.edu/Testimonials.aspx. 
 
Specifically, Accelerating Opportunity is a technical training program that combines basic skills 
education (math, reading and writing) with technical skills training to prepare students for a high 
demand job or to continue on for a longer certificate or degree in a related field. Accelerating 
Opportunity students also take support classes with an adult education instructor to get the math, 
reading and/or writing skills needed to be successful in their technical courses.  This student first 
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approach gives participants the skills they need to succeed in school and compete in the 
workforce by also matching students with a success coach and a career coach. The success coach 
helps participants fill in college paperwork, provides support, and develops plans for students to 
meet their goals, tracks participants’ progress and makes referrals as needed.  The career coach 
conducts a skills assessment, assists with resume writing, job search activities, training services, 
career counseling, and provides job referrals.  The goals of Accelerating Opportunity are to:  
 

 Identify and remove barriers that prevent participants from entering and completing their 
education; 

 Allow participants to earn stackable credentials that bear academic credit;  
 Work with business community to ensure students are getting the skills they need in the 

workplace;  
 Implement worker-friendly, flexible programs that provide clear and relevant educational 

opportunities that result in a job with family sustaining wages; and  
 Build sustainable programs so more youth and adults can get the education they need that 

will help them get a job with family sustaining wages  
 
In April 2012, KYAE announced that it would be working with the Office of Career and 
Technical Education (OCTE) and KCTCS to fund an opportunity designed to encourage students 
to transition to college and recruit new students to their programs.  Fifteen KCTCS colleges at 
locations across the Commonwealth agreed to partner with local adult education programs to host 
a series of College Fairs for Youth and Adults named Go2College, modeled after OCTE’s 
successful Close the Deal sessions.  Audiences were current adult education students from area 
programs, parents of the area CTE students and all other interested youth and adults. Workforce 
partners were included in many of the scheduled events.   

 
Kentucky Family Resource and Youth Services Centers program offer academic support, 
counseling and other services to at-risk students.  They provide funding to schools serving low-
income students. By law, the funding supports coordination and referral to health and social 
services, employment and career development and education and counseling for substance abuse, 
mental health and family crisis issues.  Local areas report close associations and community 
collaboration in coordinating and meeting the needs of at-risk students and families. 
 
The Kentucky Department for Libraries and Archives (KDLA) and the Workforce Investment 
Office of Employment and Training (OET) engaged in qualifying countywide public libraries to 
participate in a project using Public Library/Workforce Information grant funds.  Funds were 
applied based on county populations.  Library staffs were trained on use of EKOS.  Training was 
conducted in sessions designed for assisting customers in resume writing, job interview skills, 
application completion, basic computer classes, basic internet classes, email basics, job resources 
online, MS Word, MS Excel, MS Access, MS PowerPoint, etc. These computers, trained library 
staff and the increased accessibility of local libraries, many with extended hours, has enhanced 
the public’s ability to access valuable workforce services and information for youth and families 
who may lack the equipment and environment in the home. 
 
Also supporting the Governor’s vision for meeting the needs of disabled youth, the Community 
Based Work Transition Program (CBWTP) is a collaborative effort between participating local 
school districts, the Kentucky Department of Education (KDE) and the Department of Workforce 
Investment’s Office of Vocational Rehabilitation (OVR), and the Human Development Institute 
at the University of Kentucky (HDI).  The CBWTP is designed to provide a positive beginning in 
the world of work for students in special education during their last two years of high school. The 
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goal for the CBWTP is students with disabilities will graduate from high school with positive 
employment outcomes, working in an integrated work setting with competitive pay. 
 
The CBWTP helps students with their transition needs by providing community experiences, 
instruction, and employment opportunities, and developing a comprehensive career assessment 
based on the student’s interests, preferences, and strengths. The CBWTP serves students having a 
range of abilities who need help with: 
 

 Determining the characteristics of a good job, a job that fits personal preferences, offers 
ways to contribute, and has fitting tasks, setting, and co-workers.  

 Finding and negotiating suitable responsibilities, including customizing a job that meets 
student and employer needs.  

 Receiving suitable on-the-job instruction, someone to learn about the typical orientation, 
training practices and to promote use of these typical ways to the fullest extent possible 
and facilitate and provide what else is needed. 

 
The High School Outreach project is now working on identifying strategies to enhance the 
transition services in partnership with OET, WIA and KDE staff. 
 
Gov. Beshear also established the Governor’s Re-entry Task Force in 2009 to research innovative 
drug treatment, causes of recidivism and best practice methods to improve education and 
vocational training for people who are incarcerated. The Governor’s goal is to reduce the 
recidivism rate by 50 percent over a five-year period. Recommendations from the task force will 
be used to develop youth service strategies and to determine Statewide Reserve investments to 
help young offenders. 

6. Describe the governor’s vision for how it will ensure that older individuals receive workforce 
training that will prepare them to reenter the labor market and become a workforce solution for 
employers. (§112 (b)(17)(A)(iv).)  
 
Older individuals remain a vibrant and important part of the Commonwealth’s labor market and 
its economic success. The state will offer entrepreneurial assistance to individuals of all ages 
through coordinated efforts with the Small Business Assistance Office, the Small Business 
Development Centers, and extensive partnerships with nonprofit organizations that serve targeted 
populations in the creation of new business opportunities statewide. Further, the WORKSmart 
Kentucky plan notes that the Local Workforce Investment Board (LWIB) will leverage all 
available labor resources, including older Americans, to the benefit of its overall economy. The 
state expects to actively participate with a number of social programs in continuing to encourage 
and support older Americans as they engage in the labor market. 
 
Partnerships with other agencies and organizations that serve the older worker population exist 
among Department for Aging and Independent Living (DAIL), the LWIBs, and social service 
organizations providing services to older individuals including businesses and labor.  However, 
these efforts need to be strengthened statewide.  In the Commonwealth, the Senior Community 
Service Employment Program (SCSEP) is administered by DAIL. SCSEP providers are being 
offered the opportunity to collaborate with the one-stop career centers to further the resources 
available to older workers by accessing the core or universal services. Coordination also 
increases the availability of SCSEP to appropriate one-stop career center customers. Through the 
one-stop career center system, the Commonwealth will bring together those involved in the older 
worker community through meetings, development of materials (including Internet resources, 
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publications and promotional material), and forums (meetings and roundtables) encouraging 
collaboration and seeking to eliminate service gaps. Easy accessibility, partnering and seamless 
service for providers and their customers will be greater components of SCSEP. 
 
Priority areas and strategies for older Kentuckians include: providing technological skills 
upgrade, profiling the learner, investing in confidence reinforcement, chunking training and 
creating experiential training opportunities. 

  
B.  One-Stop Delivery System 
 
1.  Describe the state's comprehensive vision of an integrated service delivery system, including the 

role each program incorporated in the Unified Plan in the delivery of services through that 
system.   

 
a. Identify how the state will use WIA Title I funds to leverage other Federal, state, local, and 

private resources in order to maximize the effectiveness of such resources and to expand the 
participation of  business, employees, and individuals in the statewide workforce investment 
system?  (§112(b)(10).) 
 
The Commonwealth has been aggressively moving forward in its efforts to leverage WIA 
Title 1 funds with other federal, state, local and private resources. In doing so the emphasis 
has been on improving efficiency and effectiveness at every level of the workforce 
development system. The clearest indication of that commitment is the WORKSmart 
Kentucky strategic plan. There are action steps targeted at the state, LWIB, community and 
operational levels. 
 
For example, the Branding and Identity action step has been internally rolled out during the 
summer of 2012.  This initiative used individual and business customer input to re-tool 
service delivery statewide to meet customers’ expectations. WIA funds are also being used 
for the High Performing Workforce Investment Boards action step. It focuses on a sector-
based approach and relies on the strategic engagement of businesses while reinforcing the 
integration of local, state and federal resources at LWIB and regional levels to meet employer 
needs. In addition, the one-stop Certification action step will move the service delivery 
system from one of co-location to collaborative customer service with an emphasis on 
business services and collaboration at the operational level. 
 
As part of the Sector Strategies action step, the Commonwealth conducted a sector strategy 
institute to support consensus decision making among education, workforce, economic 
development, business and community leaders, and gave regional leaders the tools to 
strategically leverage multiple investments.  The third round of Industry Partnership requests 
for proposal is also under development and will provide seed money to form partnerships in 
critical state and regional sectors that are employer led and consortium based.  Industry 
Partnership grants are administered for industries to form a consortium approach to address 
common needs and to strengthen market penetration, talent pipelines and overall 
sustainability. 
 
The Workforce Development Academy is a train the trainer program that offers a collective 
approach of our workforce system (OET, OVR, OFB, OCTE, WIAs and partner agencies) as 
it relates to the Commonwealth’s initiatives and utilizing the tools offered to create a holistic 
approach to serving our business and job seeking customers.  
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Another leveraging opportunity is the Work Ready Communities action step. This initiative 
is currently identifying 10 critical criteria that counties and/or regions can achieve through 
education, economic and workforce development collaborations to provide a skilled 
workforce that the employer community needs. 
 
The Commonwealth’s most recent venture was an application to the Workforce Innovation 
Fund Grant that focused on building capacity and fortifying the relationship between the 
KEWDC and the KCED.  This would enhance our business services redesign initiative that 
creates a solution based approach to serving our employers and targets sectors through 
training of business team members about sectors to build the expertise of staff, credibility 
among business and ultimately linking job seekers to appropriate employment. 
 
Technology enhancements also have continued in the form of Focus/Talent and 
Focus/Career.  The Focus/Suite software package allows job seeking customers to 
simultaneously register for service and develop a resume.  Artificial intelligence matches the 
skill sets of customers to the job that matches their abilities. Focus/Talent lets our employer 
customers fill jobs by providing search engines that rapidly find matches and have the ability 
to “clone” applicants that are a perfect match.  This saves time and resources and builds the 
credibility of our system. 
 

b. What strategies are in place to address the national strategic direction discussed in Part II of 
this guidance, the governor’s priorities, and the workforce development issues identified 
through the analysis of the state’s economy and labor market?  (§112(a) and 112(b)(4)(D).)  

 
The Commonwealth is committed to ensuring that every Kentuckian has the opportunity to 
gain the requisite knowledge, skills and abilities to participate in the workforce at a level that 
pays a family sustaining wage and career lattices in high-growth sectors.  To address this 
challenge, the Commonwealth applied for the Workforce Innovation Fund as mentioned 
above.  It also demands a new level of collaboration among the education, workforce 
development and economic development professionals in the Commonwealth. To accomplish 
that goal, the Commonwealth is participating in a number of national initiatives. 
 
The Skill Up initiative, identified in the WORKSmart Kentucky strategic plan as the I-Best 
action step, provided an expedited format for low-skilled adults to gain a General 
Equivalency Diploma (GED), an industry certification and a National Career Readiness 
Certification center, and a Microsoft certification. This collaboration among KYAE, KCTCS 
and the Kentucky DWI was a pilot project, conducted in several locations across the 
Commonwealth. The collaborative has scaled up this effort through the AOKY project.  
 
The Commonwealth participated in Employment and Training Administration’s Career 
Pathways Technical Assistance initiative.  Once again, the Career Pathways collaborative 
was centered on critical regional sectors partnering with KYAE, KCTCS and OET. There are 
two LWIBs working with local partners to develop career pathways for low-skilled adults. 
This work will serve to inform our Sector Strategies initiative and, like Skill Up, be evaluated 
and scaled up through the AOKY project. 

 
As the Sector Strategies initiative continues to roll out through the identification of state and 
local growth sectors, the Eligible Training Provider action step will move into completion. 
The focus of this effort is to evaluate the current process fine tune it, upgrade its technology 
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to make it more user friendly. The revised process will result in a re-evaluation of each of the 
providers on the list to determine if they support the identified state and regional growth 
sectors. 
 
The Business Services Redesign action step completed its contract with Thomas P. Miller 
and Associates.  A Business Services Framework will now be developed in collaboration 
with the LWIBs. A statewide training institute was conducted to educate and retrain those 
currently in the system as well as new partners. Resources will be made available to each 
LWIA to support specific operational adjustments and training needs to align with the new 
direction. This initiative has been informed by and grounded in ETA’s Rapid Response: 
Solutions for Economic Transition work. 
 
In support of our application to the Workforce Innovation Fund Grant, The KEWDC and 
KCED have aligned their strategic plans to create the Kentucky Solution toward economic 
vitality within the Commonwealth. 
 

c. Based on the state’s economic and labor market analysis, what strategies has the state 
implemented or does the state plan to implement to identify and target industries and 
occupations within the state that are high growth, high demand, and vital to the state’s 
economy?  (§112(a) and 112(b)(4)(A).)  The state may want to consider: 
  
 Industries projected to add a substantial number of new jobs to the economy;   
 Industries that have a significant impact on the overall economy;   
 Industries that impact the growth of other industries;   
 Industries that are being transformed by technology and innovation that require new skill 

sets for workers; or  
 Industries that are new and emerging and are expected to grow.  

 
Targeted Industry Analysis 
 
The current sector strategies project being developed under the guidance of KEWDC 
includes a data-driven industry sector analysis. The analysis includes gathering and 
evaluating multiple data perspectives, such as historical performance and future industry 
growth projections at the six-digit NAICS level. 
 
Research predicts the top 20 fields requiring a bachelor’s degree will increase by 14.8 
percent from 2010 to 2020.  Of the top 20 jobs, the top five are all in the technology 
sector. For those who do not want to obtain a bachelor’s degree, an associate’s degree in 
a medical profession such as laboratory technician or registered nurse will grow by an 
average of 17.9 percent through 2020 in the Commonwealth.  Currently, several local 
areas have initiatives targeting the healthcare industry. 

 
The automotive industry is a key target industry with opportunities for locating virtually 
anywhere in the Commonwealth. The auto industry provides high wages, is a healthy part 
of the U.S. and world economies, and provides one of the higher economic multiplier 
effects because of the connection with high value-added supplier plants. Positioned 
geographically in the center of the U.S. "auto alley," Kentucky is within 500 miles of 69 
auto and truck assembly plants. Kentucky’s location, productive workforce and low 
business costs make the state a natural for automotive manufacturing and supplier plants.  
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The Commonwealth’s new economy effort is comprehensive and multi-dimensional. It 
includes programs housed not only in the KEWDC, but also the Council for 
Postsecondary Education (CPE), the Kentucky Science and Technology Corporation 
(KSTC) and KCTCS, along with universities and the private sector.  

 
The Commonwealth’s targeted industry clusters as identified through the KWIB Sector 
Strategies Initiative were defined based on detailed industry analysis.  The KWIB, in 
conjunction with the KEWDC, engaged the services of Maher & Maher to facilitate and 
provide technical expertise for the development of sector strategies.  A data-driven 
process, supplemented by stakeholder expertise, sector strategy implementation has 
defined the Commonwealth’s key industry sectors. 
 
The consultants along with KWIB members, the local knowledge of leading LWIBs, 
and input from representatives from KCTCS, Department of Commercialization and 
Innovation, KCED, KEWDC and other key stakeholders, continue to research and 
monitor the Commonwealth’s economic drivers to understand the dynamics of job 
creation and earnings, strengthening the Commonwealth’s economic base.   

Key data elements considered for defining the Commonwealth’s Sector Strategy 
approach were historical growth, future projection, industry concentration, industry 
competitiveness, export orientation, job multiplier effects, earnings multiplier effects, 
industry average wage, and workforce compatibility. The accumulation of this data 
along with input from a data team and steering committee members provided the 
Commonwealth with five statewide, world-class sectors on which to focus.     

1. Automobile/Aircraft Manufacturing  
2. Transportation, Distribution and Logistics  
3. Business Services and Research & Development  
4. Health Care/Social Assistance 
5. Energy Creation/Transmission 

 
d. What strategies are in place to promote and develop ongoing and sustained strategic 

partnerships that include business and industry, economic development, the workforce 
system, and education partners (K-12, community colleges, and others) for the purpose of 
continuously identifying workforce challenges and developing solutions to targeted 
industries’ workforce challenges?   (§112(b)(8).)  

 
The strategic plan continues to promote the development of partnerships in an effort to 
provide timely and relevant solutions to workforce challenges in a number of ways. The 
following are descriptions of four projects as prepared by the steering committees 
overseeing each one.  
 
High Performing Workforce Investment Boards 
 
To continue to fulfill the KWIB’s goal for the state to provide consistency and leadership 
to help the LWIBs achieve their full potential, the High Performing WIBs initiative 
validates the good work being done by LWIBs, sets the course for a vision and future 
investments in the LWIBs, creates a culture of success and provides a technical assistance 
system to help the boards improve.  
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Benefits to Communities 
 
The best boards are creative, entrepreneurial and calculated risk takers on behalf of their 
communities. High-impact boards have significant positive impact on workforce issues. 
They have a value that extends beyond their authorization under WIA that justifies their 
existence over and above a single funding stream.  
 
We have ensured an inclusive and collaborative process, by forming a stakeholder 
steering committee to help shape the work and define high impact. The committee drafted 
policy parameters, established criteria, indicators and measures of high performance; and 
created an application process and self-assessment tool. Boards have received training on 
the criteria and process.  The state has completed Phase I and will kicked off Phase II 
July 1, 2012.  Standards that reflect appropriate goals and processes will be developed.  
Volunteer reviewers within the system (that does not create a conflict) will be trained to 
score applications and perform on-site validation visits to assess the impact. Each LWIB 
will receive a feedback report that identifies its strengths and challenges and 
recommendations for improving the board.  Participating boards will receive either an 
incentive award for being high impact or technical assistance resources if they need help 
to attain that designation. 
 
Work Ready Communities 
 
The KWIB, in conjunction with the KEWDC, has implemented a Work Ready 
Communities program, to certify counties as “work ready” based on the quality of their 
labor force. The program raises the concept of “certified employability” from the 
individual level, as indicated by a person’s attainment of a NCRC or other credentials, to 
the community level.  Further, it promotes cooperation among key community 
stakeholders (community college staff, secondary education, economic development 
professionals, elected and appointed officials, employers, chambers, school boards, 
community organizations, and others) as they work toward a common community goal.    
The KWIB and OET staff has conducted presentations throughout the Commonwealth, 
engaging multiple entities and Gathering support for this crucial endeavor. 

 
Benefits to Communities 
 
Earning Certified Work Ready Community status ensures citizens have the talent 
necessary to staff existing jobs and to master the innovative technologies new jobs will 
require in the future. This certified status shows employers and prospective employers 
that a county has the talented workforce that business demand - a sustainable, reliable 
pipeline that delivers the right workers with the right skills at the right time.   
 
Work Ready Communities can:  

 attract new businesses and investment, 

 gain a competitive advantage over surrounding communities, 

 help existing companies grow and add jobs, 

 recruit creative, talented and innovative people, and 

 revitalize and sustain their economies. 
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Each community must gather local support and commitment and apply for the Work 
Ready Community designation. To earn the designation of a Certified Work Ready 
Community, counties have to meet and maintain certain criteria such as: 

 encouraging current workers and the available workforce to earn NCRCs,  

 demonstrating a commitment to meeting certain public high school graduation 
rates, and 

 building community commitment for meeting these goals. 

 
In the long run, this is a program that will benefit communities as well as the entire state. 
By taking part in the effort, counties can transform their economies and give themselves 
a competitive advantage in attracting new businesses and jobs. By identifying both the 
needs of business and the available skills of the Commonwealth’s workforce, the state 
can more effectively generate the right talent for the right jobs.   
 
Sector Strategies 
 
The KWIB, in conjunction with KEWDC, engaged the services of Maher & Maher to 
facilitate and provide technical expertise for the development of sector strategies. This 
change management initiative was designed to introduce the concept of sector strategies, 
what they are, why they are important and how they should impact service delivery 
strategy for the workforce system and our partners throughout the state. 

 
Partnering with Economic Modeling Strategies (EMSI), a leader in economic data 
collection and analysis, the goal was to align the workforce, economic development and 
education systems with the needs of the state’s high growth/high wage industries. 
KEWDC has developed five sectors (as previously) that will drive funding and resources 
as well as each of the 10 workforce regions. These sectors are aligned with industries’ 
growing, high demand and sustainable wages.  These sectors vary among regions to 
represent local need, culture and industry.  

 
Benefits to the State and Its Regions 
Determining the state’s economic drivers help state leaders understand the dynamics of 
job creation and earnings, and help them strengthen the state’s economic base and 
diversify for future growth. 

 The implementation of sector strategies will simplify the workforce development 
service delivery system and help achieve a customer-centered system. 

 Sector strategies lead to an efficient use of resources as organizations that are 
primarily responsible for attracting companies and jobs to a region and those 
supplying the skilled workforce are working together to attain a shared regional 
vision. 

 The data-driven process, supplemented by stakeholders’ on-the-ground 
intelligence, will define the state’s key industry sectors, thereby allowing all 
related systems to align to industry needs, eventually benefiting all Kentuckians 
and its workforce. 

 
The Process 

 The Commonwealth designed a Sector Strategies 101 course that demonstrated a 
high-level overview of the power and benefits of sector and cluster strategies. 
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This instructor-led training was developed in the format of a PowerPoint, 
presented as a webinar and then converted into a self-paced learning course. 

 This facilitated the identification of five statewide target sectors and three to five 
sectors in each region. 

 Three Sector Strategies Institutes were conducted to introduce the value of 
regional sector approaches, discuss the results of the data analysis and foster a 
method of collaborative, regionally based decision-making in building regional 
sector strategies. 

 A strategy was developed for one statewide sector and provided critical industry, 
occupation and education data analysis. This became the model for regions to 
develop their own sector strategies. 

 A Sector Strategies toolkit was developed that includes decision-making tools, 
strategy-development tools, best practices and model strategies.   

 
Economic Development Partnership 
 
As mentioned previously the KEWDC and the KCED have formed a partnership to 
jointly impact business by creating a coordinated effort to assist businesses with their 
needs.  Economic Development’s “Unbridled Future” strategic plan and the KWIB 
strategic plan are aligned and a willingness by both parties to engage in conversation, 
create joint successes in assisting business by communicating at high levels will lead to 
credibility among our customers, trust among the partners and consistent professional 
growth opportunities as consistent communication promotes better understanding of each 
entities role.  
 
Benefits to the State and Its Regions 
 This partnership enhances communication and collaboration between workforce 

boards and economic development agencies by bridging differences in 
“language,” goals and cultures. 

 It focuses on a seamless delivery of services provided by a system not individual 
agencies. 

 It helps improve and evolve methods of projecting jobs and training needs of the 
future by building and strengthening relationships among all parties prior to a 
crisis situation. 

 It increases opportunities for entrepreneurship in a culture of innovation. 

 It creates constant professional growth opportunities. 

 It establishes credibility. 

 
Accelerating Opportunity Kentucky (AOKY) 

 
KCTCS, in partnership with KYAE and the KWIB, was awarded a $200,000 grant as a 
part of Accelerating Opportunity, a Breaking Through Initiative. Supported by a strategic 
partnership of five of the nation's leading philanthropies, AOKY will help the 
Commonwealth transform adult education into more successful pathways leading to 
economic security for underprepared workers in today's demanding job market. 
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AOKY seeks to change the way education is delivered to adult learners by putting adult 
students on track to earn a postsecondary credential so they can seize the opportunity to 
earn family-sustaining wages and break the intergenerational cycle of poverty.  

Upon completion of the design stage, the Commonwealth was awarded an 
implementation grant to be delivered over a three-year period. Educational pathways to 
higher skills, credentials and employment will be rigorously tested and independently 
evaluated.  

Accelerating Opportunity: A Breaking Through Initiative is a multi-state effort managed 
by Jobs for the Future that promotes improved academic access and economic 
opportunity for low-skilled adults. This effort seeks to enhance adult education and 
postsecondary systems by integrating basic skills with occupational training and adequate 
institutional support for adult learners, ensuring they receive the postsecondary 
credentials needed to succeed in high-skilled jobs and break the cycle of poverty in their 
communities. Accelerating Opportunity: A Breaking Through Initiative is supported by 
the Bill & Melinda Gates Foundation, the Joyce Foundation, the W.K. Kellogg 
Foundation, the Kresge Foundation, and the Open Society Foundations. 

Benefits to the State and Its Regions 
 This partnership enhances communication and collaboration between workforce 

staff and educational instructors. 

 It focuses on a seamless delivery of services provided by a system not individual 
agencies. 

 It creates a holistic approach to services. 

 It creates constant professional growth opportunities. 

 It promotes continuous educational opportunities for job seekers.  

 It maintains motivation for students who can rapidly move through the 
educational criteria while gaining industry recognized credentials. 

 
Business Services Redesign 
 
As mentioned previously, the Business Services Redesign will shape the way the 
Commonwealth reaches out to business.  It will be solutions based as opposed to selling 
services.  It will be a collaborative approach as opposed to operating in silos and it will 
offer a consistent approach to delivery.    
 
 
Benefits to the State and Its Regions 
 This initiative enhances communication and collaboration among the system. 

 The redesign focuses on a seamless delivery of solutions. 

 It creates opportunity for the entire system to benefit. 

 It promotes a framework to recognize best practices. 

 It enhances credibility to further impact the Commonwealth. 
 

e. What state strategies are in place to ensure that sufficient system resources are being spent to 
support training of individuals in high growth/high demand industries? (§112(b)(4)(A) and 
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112(b)(17)(A)(i).) 
 

The Commonwealth has put a premium on training individuals in high-growth/high-
demand sectors. Under Gov. Beshear’s leadership, the Commonwealth retooled its use of 
Statewide Reserve funds to support training in viable state and regional sectors.  
Specifically, a Statewide Reserve Investment strategy including long-term and short-term 
investments has been developed. Investments have been made in the Prescriptions for 
Success, Pre-Apprenticeship, Sector Strategies and High Performing WIBs to name a 
few.  Unfortunately, Statewide Reserve funds are no longer available to create new 
opportunities, reward innovative thinking and support continuous growth opportunities of 
our system.  
 
Since the state and regional sector strategies were identified last summer, the state has 
begun overhauling the Eligible Training Provider List as outlined in the WORKSmart 
Kentucky strategic plan.  Also, the industry partnerships tied to the identified targeted 
sectors will ensure that the training needs of employers in those sectors have been 
developed and education and training partners will align program offerings to support 
those employer needs. 
 
Additionally, the Commonwealth will continue to utilize a method undertaken with 
ARRA resources: evaluating how training dollars are spent and how those expenditures 
correlate with the identified training needs regionally and statewide.  This will be done on 
a quarterly basis at the state level as well as assessed through the overall monitoring 
process. 
 
As mentioned, partnering with Economic Development will guide KEWDC resources to 
ensure they are being delegated to the right areas, in the appropriate amount and in a 
timely pro-active method as opposed to a re-active manner.   
 
Finally, at a local level, the Work Ready Communities will continue to focus on key 
education, business, community, workforce and economic development leaders and the 
need to increase the skill level of the emerging, incumbent and underemployed workforce 
in high-growth/high-demand occupations. 

 
f. What workforce strategies does the state have to support the creation, sustainability, and 

growth of small businesses and support for the workforce needs of small businesses as part of 
the state’s economic strategy?  (§112(b)(4)(A) and 112(b)(17)(A)(i).)  

 
The KWIB understands the importance of small business and the potential for economic 
and job growth with existing small businesses as well as the promise of innovation-driven 
business creation. The strategic plan deals with small business and entrepreneurial efforts 
in a number of ways. 
 
First, the Sector Strategies initiative recognizes the importance of a business sector 
regardless of the size of the companies that comprise it. By facilitating these efforts, the 
workforce system can serve small business in a number of ways, including development 
of career pathways and training programs that small business would likely not have the 
capacity to develop on their own; serving as a forum for businesses to mentor each other 
and gain the advantages of a larger entity because of the cooperative aspects of the 
partnership; and realizing the benefits of a renewed or new relationship with the 
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workforce system as a solutions-based resource for building their capacity to compete. 
 
Second, an initiative called “Mind Your Own Business” is an effort to increase the 
workforce system’s participation in the innovation and entrepreneurial economy of the 
Commonwealth. While we cannot teach entrepreneurship, we can help train individuals 
in the practice of operating a successful business as well as the key component of this 
initiative: making connections between entrepreneurs and venture capitalists. 
 
The following is a description of this initiative from the WORKSmart Kentucky strategic 
plan. 
 
Mind Your Own Business promotes entrepreneurship and innovation as employment and 
economic development options with training available through every one-stop career 
center and area technology center throughout the state. Innovative thinking and local 
adaptation is encouraged by this strategic plan therefore, a standardized statewide 
curriculum is not recommended.  
 
Local areas are encouraged to work with education, business and finance partners as well 
as small business development centers and the state’s Innovation and Commercialization 
Centers to develop a comprehensive entrepreneurship training program that is responsive 
to local needs while meeting certain minimum standards to be established by the 
Governor.  
 
In addition to providing opportunities for entrepreneurship training, local alliances are 
encouraged to link successful participants with venture capital, micro-finance and other 
financing resources. 
 
Area technology centers operated by the Kentucky OCTE should work with the LWIBs 
to create secondary-level versions of the entrepreneurship training opportunities. 

 
    g. How are the funds reserved for statewide activities used to incent the entities that make up 

the state’s workforce investment system at the state and local levels to achieve the governor’s 
vision and address the national strategic direction identified in Part I of this guidance?   
(§112(a).)  

 
 The following is the policy for investing Statewide Reserve funds adopted by the KWIB.  

This includes Tier I thru Tier III funding based on priority. With the limited Statewide 
Reserve dollars of $1.2 million, the following initiatives will assist the Commonwealth 
efforts. 

 
 Tier 1 Investment: 
 

Branding/Outreach             $200,000 
The outreach efforts have been initiated with state and regional brand leadership being 
identified.  Internal launch activities have begun along with the development of critical 
foundational efforts.  This will include an aggressive outreach initiative detailed in action 
step 22.  
 
Sector Strategies                                $300,000 
This program will provide funding for additional Industry Partnerships addressing the state-
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level targeted sectors identified by the KWIB and the KCED as well as regional targeted 
sectors.  Technical assistance and expansion strategies will also be carried out.  

 
Tier 2 Investments: 
 
User-Friendly Online Services         $225,000 
The steering committee has started meeting to develop the architecture to realign the 
Workforce Development System’s online presence to the new brand and brand promise.  This 
investment will target programming changes identified by the steering committee as well as 
customers.  Resources will also be provided to LWIAs to align their website to the new brand 
for consistency. 
 
 

One-Stop Certification                 $50,000 
The KWIB adopted the standards in August 2011.  LWIAs have been completing self-
assessments and submitting technical assistance plans to the Commonwealth.  LWIAs may 
begin the certification process October 1, 2012.  Resources will be directed toward the 
development of products, training and other roll-out activities. 
 
High Impact WIBs                $50,000 
The KWIB established the criteria in May 2011.  LWIAs have had the opportunity to access 
technical assistance funds to meet the standards and criteria through June 2012.  Funds will 
be used to develop the tools, products, training and assist in roll-out for the standards year 
which began July 1, 2012. 
 
Business Services Redesign         $100,000 
The steering committee is finalizing a business service redesign framework. The intent is to 
provide support to Commonwealth companies throughout the business lifecycle as opposed 
to predominantly times of dislocation as detailed in action step 14.  Locals will be able to 
apply for planning funds to support the redesign efforts. 
 

 
Workforce Academy Phase 2         $250,000 
The Commonwealth has developed training entitled Foundations for the Future: Building 
Kentucky’s 21st Century Workforce Academy.  The train-the-trainer was completed in June 
2012 and roll-out begins in the summer of 2012 across the system.  A curriculum plan for 
continued training through the Academy will be finalized in June.  The proposed resources 
will be used to implement those recommendations which will result in a comprehensive 
training program for all staff.  It will support consistency and quality across the 
Commonwealth.  It is action step 21 in the WORKSmart Kentucky plan. 
 
Entrepreneurship           $50,000 
Funds will be made available to establish foundational state level criteria for meaningful 
entrepreneurship training programs.  
 
National Career Readiness Certificate (NCRC)       $50,000 
The Commonwealth will offer scholarship funding for returning veterans, persons with 
disabilities and the chronically unemployed as well as assist with job profiles. 
 
Tier 3 Investments: 



26 
 

 
State/Local Innovation               $150,000 
These resources will be invested in statewide and local projects that support system 
transformation and the four goals of the KWIB: align with the Commonwealth’s education 
objectives; align with economic development strategies; simplify the workforce development 
service delivery system and improve service to achieve a customer-centered delivery system. 
 
Eligible Training Providers             $75,000 
An overhaul of the existing Eligible Training Provider List policy and procedures is 
underway.  Once the policy is adopted by the KWIB, the funds will help the state modify the 
online tools, data reporting mechanisms and training activities.   

 
High School Outreach            $50,000 
A survey process is underway by the steering committee to assess the career development 
needs and supports around the college and career readiness standard.  These resources will be 
used to develop specific products and provide support services identified and prioritized by 
the steering committee. 
 
Case Management             $50,000 
One-stop career centers are moving toward integrated customer service delivery through 
Partners for Success and the one-stop Certification process.  Adjustments to the online case 
management system as well as training on those new tools and processes will be needed.  
Resources will be used to make the needed changes and accompanying supports. 

 
h. Describe the state’s strategies to promote collaboration between the workforce system, 

education, human services, juvenile justice, and others to better serve youth that are most in 
need and have significant barriers to employment, and to successfully connect them to 
education and training opportunities that lead to successful employment.  (§112(b)(18)(A).)  

 
When the KWIB was re-established, a steering committee was developed to include all of the 
secretaries of key cabinets involved in workforce development. The steering committee 
identified potential action steps for enhancing services to youth most in need and with 
significant barriers. They include Tech High, I-Best (which changed to Skill Up and is now 
known as Accelerating Opportunity), Apprenticeships, High School Outreach, GED Express, 
Partner for Success and Case Management. 
 
Specific collaborative initiatives were discussed in detail in earlier sections, but include the 
following: 

 Governor’s Re-entry Task Force, 
 Graduate Kentucky initiative, 
 College and Career Readiness, 
 National Career Readiness Certificate (NCRC), 
 Accelerating Opportunity Kentucky, 
 Transitions initiative, and 
 Career Pathways. 

 
Kentucky has made a primary focus to develop strategies to assist at-risk youth to stay in 
school, but there are real efforts underway to reengage youth whether homeless, foster care, 
offenders, children of incarcerated parents, migrant and seasonal farm worker youth or youth 
with disabilities. As identified throughout this document, there are a number of task forces 
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that Governor Beshear has initiated with recent reports which provide clear action steps for 
all the critical partners mentioned earlier in this document.  Therefore, workforce leadership 
does not see the need to create additional interagency collaboratives comprised of workforce 
system, education, human services, juvenile justice and others to carry out these action steps. 
 
Specifically, the interagency partners need to map the recommendations of all the task forces 
that impact Kentucky’s youth.  Efforts will be made to align and prioritize these 
recommendations which will result in a comprehensive, integrated strategy for Kentucky’s 
at-risk youth population.  The interagency partners will then evaluate the strategy to 
determine any gaps with a keen eye toward Kentucky’s out-of-school, youth populations with 
significant barriers.  The goal of this process is to determine if there is a need to diversify 
efforts regarding this population in particular.  The workforce system will then work with  
interagency partners to move forward in a coherent and collaborative manner to execute the 
action steps outlined in the roadmap through the continuing work of each task force as well 
as the WORKSmart Kentucky plan.  This process will be invaluable as the KWIB plans to 
update and revise the WORKSmart Kentucky plan in 2013 as well as inform our state and 
regional technical assistance strategies. 

 
i. Describe the state’s strategies to identify state laws, regulations, policies that impede 

successful achievement of workforce development goals and strategies to change or modify 
them. (§112(b)(2).)  
 

The KWIB has developed a strategic plan to work with all partners in the state to improve the 
process of finding employment and maintaining a productive and trained workforce. 
 
The KWIB strategic plan identified barriers to employment for the Commonwealth’s job 
seekers. These barriers are aggressively being addressed through various technology 
enhancements. The KWIB is also developing sector strategies on a state and regional level to 
address the problem of being program driven rather than demand driven.  Being demand 
driven will allow the state and local areas the ability to focus workforce needs on an industry 
assuring a flow of workers for present and future needs. 
 
On June 15, 2010, Gov. Beshear signed House Bill 5, a measure aimed to restore stability to 
an unbalanced unemployment insurance (UI) system, and shore up the state’s depleted 
Unemployment Insurance Trust Fund. The legislation is based on recommendations by a task 
force of Kentucky business and labor representatives and lawmakers convened by the 
Governor to study the state’s UI system. House Bill 5 modernizes the state’s unemployment 
tax and benefits structure.  
 
Beginning this year, the law gradually increases the taxable wage base from $8,000 to $12,000 
over a 10-year period; implemented a waiting week before eligible workers can begin to 
receive benefits after they file a claim; and reduced the statutory replacement rate used to 
calculate a claimant’s weekly benefit amount from 68 percent to 62 percent. 
 
In 2011, the Commonwealth undertook a major project for the enhancement of EKOS, known 
as America’s one-stop Operating System (AOSOS). Through an RFP process, the 
Commonwealth selected Focus Suite software from a vendor, Burning Glass Inc., in Boston, 
Mass. Focus/Career has replaced both the Commonwealth’s self registration for job seekers 
and e3.Ky.gov employer portal at no cost to job seekers or employers.  Focus/Talent is utilized 
by employers who prefer to enter their company information and job posts, which are 
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automatically processed into the EKOS database and viewable to job seekers in the EKOS 
Self Service Module on America’s Job Exchange (AJE) and Job Central (JC).  These 
enhancements have streamlined the process and are assisting job seekers in maintaining and 
updating resumes as additional training is received. 
 

It is the responsibility of the KWIB and the OET to identify laws, regulations and policies that 
may impede the successful achievement of the Governor’s workforce development vision. 

 
To support efficiencies within the Unemployment Insurance Division, OET has contracted the 
services of CSG.  The purpose of the RFP was to look at all business processes within 
Unemployment Insurance Division, make recommendations for improvement and share best 
practices.   CSG completed a 16-week evaluation in June 2012.  The OET will assess the 
recommendations and determine cost and impact of implementing processes and technology 
systems. 

 
j.    Describe how the state will take advantage of the flexibility provisions in WIA for waivers 

and the option to obtain approval as a work flex state pursuant to §189(i) and §192.  
 

The Commonwealth requests the continuance of the following previously approved waivers.  
(See Attachment H – Full Waiver Plans) 

 
1. Waiver of WIA Section 133(b)(4) and WIA Regulations §667.140 to increase the 

allowable transfer amount between adult and dislocated worker funding 
streams allocated to a local area. 

 
Local boards have the option to continue to transfer up to 50 percent of a program 
year allocation for adult employment and training activities and up to 50 percent of a 
program year allocation for dislocated worker employment and training activities 
between the two programs. 
 
The waiver will provide LWIBs the continued ability to better respond to changes in 
the economic environment and the local labor market. The only programmatic 
impact will be the flexibility to channel resources to the population with the greatest 
need at that time.  

 
2. Waiver of WIA Section 133(b)(2)(B) to be expended on incumbent worker 

training activities pursuant to the rules adherent to statewide activities 
described by WIA Section 134(a)(3).  These funds will be connected to layoff 
aversion activities. 

 
With the increasing global competitiveness, it is imperative that businesses and 
industries have the most skilled and knowledgeable employees. With skill 
upgrading, businesses will be able to remain viable and prevent layoffs and closures. 
With this waiver, the Commonwealth will be able to strengthen the regional 
economy and retain and train the current workforce. Creating more flexibility within 
WIA regulations through this waiver is critical to meeting the Commonwealth’s 
goals related to layoff aversion, skill enhancement and business services.  

 
3. Waiver of WIA Section 134(a)(1)(A) and WIA Regulations 20 CFR 665.310 

through 20 CFR 665.330 to permit a portion of the funds reserved for rapid 
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response activities to be used for incumbent worker training. Allow up to 20 
percent of Rapid Response funds to be shifted, as needed, to LWIAs for the purpose 
of providing incumbent worker training. 
 

This waiver promotes maximum investment of available funds as well as increases 
levels of service. It focuses on employer and worker layoff aversion and competitiveness 
through skills upgrade training, therefore, strengthening regional economies and 
promoting flexibility of LWIAs to further expand incumbent worker activities. 

 
4. Waiver of 20CFR 666 and 667.300(a) to reduce the collection of participant data 

for incumbent workers.  Permit the Commonwealth to discontinue the collection of the 
following Workforce Investment Act Standardized Record Data (WIASRD) elements:  
single parent (117), unemployment compensation eligible status at participation (118), 
low income (119), TANF (120), other public assistance (121), homeless individual 
and/or runaway (125), and offender (126).  Under the waiver, the Commonwealth will 
continue to collect and report information on incumbent workers trained with LWIA 
dislocated worker funds and rapid response funds awarded to local areas for layoff 
aversion, in the WIASRD Section II, Program Activities and Services Information, and 
Section III, Program Outcomes Information, to account for the use of funds. 

 
The goal of this waiver is to minimize the data capture requirements impacting skills 
upgrade training programs through incumbent worker training so that employers are not 
unnecessarily burdened with federal data collection requirements that do not provide 
relevant program information. The goal is to simplify the process of serving businesses 
and industries and incumbent workers. Expected program outcomes include allowing 
local area flexibility to offer incumbent worker services and enhancing services to 
businesses along with increasing flexibility to engage and work with businesses in 
improving skills of the employer’s workforce. Additionally, by eliminating the 
requirement to capture information that does not impact program outcome, this waiver 
will allow local areas to timely assist employers in averting layoffs and improve 
employer customer satisfaction. 

   
5. Waiver of WIA Section 101(31)(B) to increase the employer reimbursement for on-

the-job training (OJT).   WIA would reimburse up to 90 percent to employers with 50 
or fewer employees and up to 75 percent of the costs for employers with 51-250 
employees. Businesses with more than 250 employees would be reimbursed at the 50 
percent rate. 

 
Employers, WIA customers and job seekers will be positively affected through this 
waiver. The Commonwealth’s smaller employers will benefit due to the increased 
reimbursement rate. The time the employer has to devote to the OJT employee, will 
make them more valuable to present and future employers. As more employers are able 
to access OJT training, it will provide training to more adults and dislocated workers 
eligible for services under WIA.  

 
6. Waiver of the required 50 percent employer contribution for customized training 

at WIA Section 101(8)(C).  Through this waiver, the employer match would range from 
a minimum of 10 percent to a maximum of 50 percent, based on the employer’s size. 
Specifically, the Commonwealth would establish the required portion of the costs, which 
would not be less than 10 percent of the costs for employers with 50 or fewer employees 
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and not less than 25 percent of the costs for employers with 51-250 employees. 
Businesses with more than 250 employees would be charged the 50 percent rate. 

 
The proposed sliding scale for the employer contribution will create the necessary 
flexibility for employers to provide the required contribution at a rate that more 
appropriately fits the small-employer budget. Local areas will be able to more 
effectively market WIA-funded customized training services to the private sector in 
support of building relations with employers in high-demand, high-growth industries. 

 
7. Waiver to permit the Commonwealth to replace the performance measures at WIA 

Section 136(b) with the common measures.  The waiver facilitates system integration 
and streamlines the reporting process across partner programs. 

 
8. Waiver of the prohibition at 20CFR 664.510 on the use of Individual Training 

Accounts for older and out-of-school youth to utilize Individual Training Accounts 
(ITAs) for Older Youth program participants.  The waiver allows for continued 
flexibility in using youth funds to provide training services to youth, while retaining the 
limited adult funds to be used for adult training services. The waiver has increased 
efficiency and customer choice for older youth. Additionally, the waiver has enhanced 
the efficiency and ease in tracking of funds for each funding stream. 

 
9.  Waiver of the provision at 20 CFR 663.530 that prescribes a time limit on the period 

of initial eligibility for training providers. The waiver has allowed training providers 
to offer continuous, uninterrupted service to WIA customers. WIA customers continue 
to have the ability to choose their training providers and access training services in their 
local areas with the highest degree of informed customer choice possible. 

 
10.  Waiver of the requirements of WIA Section 134(a) (2) (B) (iii) and 20 CFR 

665.200(e) relating to the provision of incentive grants to LWIAs.  In Program Year 
2011, Congress decreased the amount of funding for statewide activities from 15 percent 
to 5 percent.  This reduction restricts the Commonwealth’s ability to effectively fund 
and carry out all required statewide WIA activities and currently identified statewide 
innovative projects.  The current unobligated funding level in the governor’s reserve is 
insufficient to cover the cost of incentive grants to workforce areas.  

 
 

2.  Describe the actions the state has taken to ensure an integrated one-stop service delivery system 
statewide.  (§§112(b)(14) and 121).)  

 
a. What state policies and procedures are in place to ensure the quality of service delivery 

through one-stop career centers such as development of minimum guidelines for operating 
comprehensive one-stop career centers, competencies for one-stop career center staff or 
development of a certification process for one-stop career centers?  (§112(b)(14).)  

 
The Commonwealth is building upon its policies and procedures to promote and instill 
quality in the service delivery of our one-stop career centers and system as a whole. The 
following initiatives are being used to ensure a high quality of service delivery to customers. 

 

 Branding and Identity:  This is an initiative to infuse a cultural shift in the 
delivery of services offered to our employer and job seeking customers, as well as 
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instill credibility within the economic development community. Our priority is to 
promote a consistent message that will infuse continuity in the delivery of all 
services offered within the Commonwealth’s workforce system. In addition, the 
goals for the system branding are to create a sense of value and promote a 
heightened level of professionalism and customer service. 

 One-Stop Certification Process:  This initiative is designed to build continuity 
and consistency in the delivery of services in the one-stop career centers.  
Partnerships, common forms, and a truly integrated approach to serving the 
employer and job seeking population is the emphasis of this strategy. 

 High Performing Workforce Investment Boards:  This initiative will develop 
an assessment tool that will be utilized by peers of Workforce Investment Board 
directors and state agency staff. The process will review strategic plans, assess the 
impact of policies and procedures, engage board members as opposed to board 
staff in making strategic decisions that impact communities and play a vital role 
in enhancing economic development initiatives. 

 Partner for Success:  This initiative brings together management and front-line 
staff from within and throughout the workforce development system. This 
strategy brings a holistic approach to services through an integrated method 
toward trainings, networking opportunities and nurturing an awareness of the 
array of services that partner agencies offer. This initiative also identifies gaps in 
service and duplications of system offerings. 

 Workforce Academy:  This “train the trainer” approach to workforce activities 
will promote a consistent training atmosphere that will increase knowledge 
throughout the workforce system and across partner agencies. Online trainings 
and a certification process will instill value in the work that is done to serve 
employers and job seeking customers.  One of the key topic areas that will further 
our interest of integration is cross-functional supervision of our systems multiple 
agencies. 

 Case Management Trainings:  This initiative complements our one-stop 
Certification process by sharing common assessments, developing and 
coordinating common referrals processes and creating a common triage tool that 
will promote integration and a concerted effort toward effectively serving our 
customers. 

 One-Stop Management Teams:  Efforts will be made to encourage each local 
workforce region to coordinate and facilitate one-stop career center management 
teams, share successes, develop strategies to promote integration, identify cost 
sharing opportunities, incorporate functional supervision opportunities and 
promote a continual growth within the one-stop system. 
 

In addition, OET is taking every opportunity to either renovate existing site locations to 
include OVR, OFB and additional partners to create an integrated experience for our 
customers. 

 
b. What policies or guidance has the state issued to support maximum integration of service 

delivery through the one-stop delivery system for both business customers and individual 
customers?  (§112(b)(14).)  

 
State leadership has coordinated, facilitated and will continue to promote an integrated 
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system. This includes all mandated and non-mandated partners that can contribute toward 
a holistic approach that moves all customers toward a positive path and instills 
communication and trust among partners within the system.  
 

 Rebranding and Outreach - A comprehensive rebranding of our workforce system 
offices to the Kentucky Career Center name and logo will address the architecture of 
the entire system including One Stops, online services, and other public interfaces.  
This will transform the identity of the “unemployment office;” 
increase the awareness and use of online job matching and training services by 
unifying promotional efforts; increase the use of our job portal Focus Career and 
Focus Talent by employers and job seekers with increased promotional activity; 
reduce confusion for those unfamiliar with the system by simplifying the message 
and increasing the efficiency of statewide outreach; and increase communication 
among all service delivery points by unifying them under one brand. 

 
 Workforce Academy - In order to achieve system-wide consistency in the approach to 

customer service, a training program will be developed and provided to all service 
delivery staff. Great customer service also depends on knowledgeable service 
delivery staff with the confidence  to perform all aspects of their jobs and an 
understanding of the system itself. In addition to customer service training, 
opportunities for training in the following 
areas are also recommended: 

  workforce system orientation, 
  workforce programs, 
  management, 
  media relations, 
  case management, 
  career counseling, and  
  partner cross-training, as appropriate. 

 
Development of the training programs will include a mix of live on-site and on-demand web-
based training modules. 
 
Policies have been and will continue to be identified to support local, regional and statewide 
integration. Such plans include: 

 Cost allocation plans:  Align Memorandums of Understanding (MOU) and 
Resource Sharing agreements (RSA) that have been developed and are executed 
within each region. The cost allocation plan will also promote buy-in from each 
partner agency and promote a higher level of participation and commitment. 
 

 Memorandum of Understanding:  MOUs will be developed that are consistent 
and specifically outline the responsibilities of each participating partner and the 
resources that each has to offer the system. 

 
 Resource Sharing Agreements (RSA):  Development and processes of RSA’s 

are critical to have relevant and current information on the partners within the 
career centers, the square footage of space utilization, and to determine equitable 
cost distribution.  
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 Partner Coordination of Services:  Many of the Commonwealth’s initiatives 
promote coordination of services that will eliminate duplication and streamline 
positive outcomes and overall performance. As previously stated, initiatives 
include common assessments, referrals processes, triage tools and orientations for 
customers to learn about the service the one-stop system provides. 
 

 National Career Readiness Certificate (NCRC):  This is a nationally 
recognized credential that is portable and creates an opportunity for a higher 
skilled job seeker and higher-quality referral for our business customer. This 
effort combines multiple-partner agencies in the proctoring, profiling and 
outreach efforts to promote the value of this credential. The NCRC process 
creates an additional tool for our business services unit to further engage business 
and promote our one-stop system. 
 

 Business Services Redesign:  This effort will create a proactive, solutions-based 
approach to the services offered to the business community. This initiative will 
promote a coordinated effort toward service delivery in a strategic manner.  The 
objective is to maximize business services resources by aligning them with 
economic development goals around business development. 
 
One approach under consideration is that each partner agency that represents the 
business services team will perform outreach efforts toward a designated sector, 
while receiving training related to that industry or sector. This would promote a 
concerted effort to not duplicate services, increase integrity within our profession, 
ability to speak business language and engrain thoughtful and strategic measures 
to meet the needs of business. 
 

 Strategic Plan Development:  Each mandated partner within the workforce delivery 
system will develop individual strategic plans that will complement the overall state 
plan and instill a collaborative approach toward the common goal of efficient and 
effective services to both business and job seeking customers. 

 
c. What actions has the state taken to promote identifying one-stop infrastructure costs and 

developing models or strategies for local use that support integration?  (§112(b)(14).)  
 

One-stop infrastructure costs are identified in each local area/region in the development of 
the Memorandum of Understanding (MOU) and Resource Sharing Agreement (RSA) among 
partners. State leadership has met with Real Properties in the Finance Cabinet, the decision-
making agency responsible for state properties, and the KEWDC’s facility management staff 
to determine accurate and reasonable costs of operating one-stop facilities. 
 
Focus/Career and Focus/Talent create the opportunity for partner agencies to utilize this 
system to ensure job matching and the securing of sustainable employment for our mutual 
and exclusive customers.  
 
Our Partners for Success initiative allows our partners to network, gain an understanding of 
each other’s roles, responsibilities and services offered.  It also allows the chance to identify 
gaps and duplication of service so that we can collectively develop strategies to effectively 
and efficiently serve our customers. 
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Local areas are continuously seeking opportunities to integrate the services of one-stop 
partners through co-locating partners at shared facilities. Part of the evaluation criteria of any 
new lease space is the integration and inclusion of one-stop partners in the decision process. 
Likewise, input from partners is obtained when planning any renovation of existing facilities. 
This strategy promotes buy-in of partners and ensures that customers are served in a 
comprehensive setting.  It also increases efforts to meet the customer needs and improves the 
success rate of programs offered by the one-stop partners. In addition to providing the 
customer with a seamless delivery system, efficiency in the expenditure of resources by the 
participating partners is also achieved.  
 
As an example, co-locating allows partners to share the cost of common areas in the one-stop 
facility, such as reception areas, computer labs, and training and conference rooms. 
Integrated one-stop facilities also minimize the expense of support personnel including 
receptionists, resource room support workers, janitorial services and technical support. 
Efficiencies are also achieved through the elimination of duplicate equipment and supplies 
such as copiers, computers, office supplies and building maintenance.  
 
Examples of this strategy are the relocation of the Hazard OET local office in the new 
EKCEP one-stop facility. Future integration opportunities being considered include:  
Morehead /TENCO, Covington /Northern Kentucky, Owensboro/Green River, 
Elizabethtown/Lincoln Trail and Louisville (Preston Highway) /KentuckianaWorks 
Frankfort/Bluegrass and Somerset/Cumberlands. 
 

d. How does the state use the funds reserved for statewide activities pursuant to §§129(b)(2)(B) 
and 134(a)(2)(B)(v) to assist in the establishment and operation of one-stop delivery systems?  
(§112(b)(14).) 
 

With the limited Statewide Reserve Funds the Commonwealth is continuing to support 
the initiatives that were started.  It is critical that the state find the means to support 
innovative local and regional projects that enhance the quality of one-stop delivery 
services and systems. Strategic designation of use of funds has been established based on 
the priorities of the KWIB.  Strategic priority investment planning is in place to target 
specific dollar amounts and utilization and expectations for the following initiatives… 
 
Tier 1 Investment: 

 Branding/Outreach    $200,000 
 Sector Strategies $300,000 

 
Tier 2 Investments: 

 User Friendly Online Services    $225,000 
 One-Stop Certification   $50,000 
 High Impact WIBs    $50,000 
 Business Service Redesign   $100,000 
 Workforce Academy Phase 2  $250,000 
 Entrepreneurship    $50,000 
 National Career Readiness Certificate $50,000 

 
Tier 3 Investments: 

 State/Local Innovation   $150,000 
 Eligible Training Providers  $75,000 
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 High School Outreach   $50,000 
 Case Management    $50,000 

 
e. How does the state ensure the full spectrum of assets in the one-stop delivery system support 

human capital solutions for businesses and individual customers broadly?  (§112(b)(14).)  
 

Several KWIB initiatives address and support services and staff involvement in 
delivering a full array of services in a holistic manner. These initiatives promote a 
business and job seeker focused approach that is solutions based and customer-service 
driven. These include the following programs. 

 High Performing Workforce Investment Boards (WIBs):  This initiative 
develops an assessment tool that will be utilized by peers of WIB directors 
and state agency staff. The process will review strategic plans, assess impact 
of policies and procedures, engage board members as opposed to board staff 
in making strategic decisions that impact communities and play a vital role 
towards enhancing economic development initiatives. 

 Workforce Academy:  As mentioned previously the academy will use a “train 
the trainer” approach to workforce activities that will promote a consistent 
training atmosphere to increase knowledge throughout the workforce system 
and across partner agencies. Online trainings and a certification process will 
instill value in the work that is done to serve employers and job seeking 
customers. In addition, this effort will develop benchmark criteria and 
baseline standards for consistency within the system. 

 Outreach Initiative:  Once the branding strategy is in force, it will solidify the 
goal to create a simple, user-friendly workforce system. This consistent 
identity will promote a cultural shift in the system that will be driven by a 
sense of urgency, a higher level of professionalism, service “without walls” 
and a new standard of value among staff and for the services that are offered 
to businesses, job seekers and the community as a whole. 

 Business Services Redesign: As mentioned previously, the Business Services 
Redesign will shape the way we reach out to business.  It will be solutions 
based as opposed to selling services.  It will be a collaborative approach as 
opposed to operating in silos and it will offer a consistent approach to 
delivery. 

 Unemployment Insurance Customer Service Plan:  This initiative was part of 
the OET cultural shift. Operating and believing that OET is one agency with 
various responsibilities as opposed to separate employees that happen to work 
for the same agency is critical to engaging the business sector, as well as 
increasing the success rate of re-employing dislocated job seekers.  

The unemployment insurance customer service plan included the following 
strategies that have been completed.  

  
Short-term Strategies (completed) 

o Direct deposit 

o Increased resources dedicated to the help desk 

o Triage process addressing e-mails to the help desk and calls to the 
local offices 
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o Conducted programmatic training and follow-up customer service 
training 

o Conducted focus groups to review forms and make them user/reader 
friendly 

o Created awareness among local groups such as SHRH and Chambers 
of Commerce to share message with business community 

 

Long-term Strategies 

o Created accounts for customers so they can use self-service functions 
and asses account information 

o Expanded the unemployment insurance (UI) call center and online 
services so customers can perform basic UI functions such as locate 
checks, reissue checks and reset their PIN 

o Automated the UI appeals and tax processes to reduce manual and 
time-intensive work to electronic processes 

 
In addition, to support efficiencies within the Unemployment Insurance Division, OET has 
contracted the services of CSG.  The purpose is to look at all business processes within the 
UI Division, make recommendations for improvement and share best practices. CSG 
completed their 16-week evaluation in June 2012.  The OET will assess the recommendations 
and determine cost and impact of implementing processes and technology systems. 
 

C.  Plan Development and Implementation  
 
1. Describe the methods used for joint planning and coordination of the programs and activities 

included in the Unified Plan.  (WIA §501(c)(3)(A).) 
 
The Kentucky DWI reached out to the programs identified under Section 501 of the Workforce 
Investment Act.  Information concerning Section 501 along with TEGL 21-11 was sent to the 
following agencies/programs: 
 

 Department of Workforce Investment 
o Workforce Investment Act (WIA) Title I 
o Wagner-Peyser Act 
o Trade Act 
o Veterans Programs 
o Unemployment Insurance 
o Office of Vocational Rehabilitation (Rehabilitations Act, Title I) 
o Office for the Blind (Rehabilitations Act, Title I) 

 Postsecondary Vocational Education Programs 
o Kentucky Community and Technical College System (KCTCS) 

 Department of Aging and Independent Living 
o Senior Community Service Employment Program (SCSEP) 

 Council on Postsecondary Education  
o KY Adult Education 

 
An initial meeting was held on April 13, 2012 to discuss the Unified Plan process.  All above 
mentioned programs were represented.  After this initial meeting, programs electing to enlist in 
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the Unified Plan development included only those programs under the DWI.  
 
DWI program staff has continuously been involved in the KWIB’s WORKSmart Kentucky 
strategic plan.  DWI leadership and staff are aware of, and currently involved in, the coordination 
of programs and activities which encompass the direction the Commonwealth is headed in 
transforming the workforce development system through innovative practices which enhance 
sustainable economic and job growth to improve the lives of Kentuckians. 

 
The first step was the development of an extensive outline that addressed the questions posed in the 
Unified Plan guidelines.  The outline was completed by top leadership and respective program staff.   
The outline, which parallels the ideology of the WORKSmart Kentucky strategic plan, was provided 
to the KWIB and accepted at the quarterly KWIB meeting on May 17, 2012.  It was also available on 
the KWIB Website. 

 
2. Describe the process used by the state to provide an opportunity for public comment and 

participation for each of the programs covered in the Unified Plan.  
  

a.  WIA Title I and Wagner-Peyser Act and/or Veterans Programs, describe the process used by 
the state, consistent with section 111(g) of WIA, to provide an opportunity for public 
comment, including comments by representatives of business and representatives of labor 
organizations, and input into development of the Plan, prior to submission of the Plan. 

 
 Stakeholder focus groups were conducted in June, 2012.  These forums provided 

stakeholders and the public the opportunity to provide input and comments.   LWIB directors 
were given a copy of the draft plan on July 17, 2012.  Considering input and comments from 
directors and other stakeholders, a final draft was completed in mid July, 2012.    The final 
version for KEWDC review was completed the end of July, 2012 and provided to the KWIB 
on Aug. 2.  The final plan was presented and accepted at the quarterly KWIB meeting on 
Sept. 6, 2012.   The draft document was placed on the cabinet’s and KWIB’s Web sites for 
the final comment period on Aug. 20, 2012. State and LWIBs were notified that the final 
draft version was posted to the KEWDC’s and the KWIB’s Web sites. 

  
3. Describe the types of activities and outcomes that were conducted to meet the consultation 

requirement.  Demonstrate, as appropriate, how comments were considered in the Plan 
development process including specific information on how the various WIA agency and 
program partners were involved in developing the Unified State Plan.  

  
The following agencies, groups, or individuals must be consulted if the Unified Plan includes:  
  
a.  WIA title I, Wagner-Peyser Act, or Veterans Programs: (§112(b)(1) and 112(b)(9))  

The governor of the state, state board, local chief elected officials, business community, labor 
organizations.   

 
The following agencies, groups and individuals should also be consulted for WIA title I,  
Wagner-Peyser, or Veterans Programs:  local boards and youth councils, educators, 
vocational rehabilitation agencies, service providers, welfare agencies, faith and community-
based organizations and the state employment security agency.  

     
In addition, describe the role of the state board and local boards in planning and coordination 
in the Unified Plan (§501(c)(3).)  
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Local and state boards, as well as program partners, were involved and consulted throughout 
the plan development.  Comments were considered and incorporated, as deemed significant, 
based on a review by representatives of the KWIB, LWIBs and cabinet leadership. 
  

 D. Needs Assessment  
 

1. Many of the programs that may be included in a Unified Plan require a needs assessment. State 
agencies should fulfill these assessment responsibilities collaboratively or, at a minimum, create 
a planning process that promotes the sharing of needs assessment information among all agencies 
involved in preparing the Unified Plan.  Sharing of assessment data can create a framework for 
the coordination and integration of services that are to be provided through the one-stop delivery 
system.  The state may organize the presentation of assessment data in its Unified Plan in a 
manner it deems most appropriate and useful for planning, such as on a program-by-program 
basis, by geographic region, or by special population.  
  
Describe the educational and job-training needs of individuals in the overall state population and 
of relevant subgroups of all the programs included in the Unified Plan.   

 
In answering this question, if the Unified Plan includes:  

 
a. WIA Title I and Wagner-Peyser Act and/or Veterans Programs, identify the types and 

availability of workforce investment activities currently in the state.  (§112(b)(4)(A-D).)  
 

Under the Workforce Investment Act (WIA) Title I-B Adult and Dislocated Worker and Trade 
Act programs and in accordance with regulations, workforce investment activities are divided 
into core, intensive and training categories. 
 
Core activities are primarily self-service or informational in nature, such as: 

 WIA eligibility determinations (outreach; intake, which may include Unemployment 
Insurance (UI) worker profiling; and orientation to the one-stop career center services) 
and assistance in establishing eligibility for non-WIA financial aid programs including 
public assistance, 

 basic assessment of skill levels, aptitudes, abilities and supportive service needs and 
information on programs that may assist individuals in upgrading skills and meeting 
other workforce needs, 

 information services including Focus/Career and Focus/Talent and other job listing 
services, job skills information, high-demand occupations, local area performance, 
information on how to file for UI, and performance and program cost of training 
providers on the Eligible Training Provider List, and 

 group services such as job club and job search activities, assessment activities, 
employability planning, career planning, resume writing workshops, etc. 
 

Intensive activities begin with the development of an Individual Employment Plan (IEP).  These 
activities require service registration.  Beyond the IEP development are such activities as: 

 comprehensive and specialized assessments of skill levels and employment needs, 
 group counseling, individual counseling and career planning, 
 case managements, work experience and internships, 
 short-term, pre-vocational services, including the development of learning skills, 

communication skills, interviewing skills, punctuality, personal maintenance skills and 
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professional conduct skills to prepare individuals for unsubsidized employment or 
training, 

 short-term courses not designed to provide immediate employment and/or credential 
but to provide the skills necessary to enable the individual to become more employable 
(included are single-course work seminars that provide instruction in specific computer 
software packages), and 

 Adult Basic Education (ABE)/English as a Second Language (ESL) courses not tied to 
any other training program. 

 
Training activities also require registration and include activities such as: 

 occupational skills training resulting in a credential, including training for 
nontraditional employment; skill upgrading and retraining; academic skills training and 
entrepreneurial training, 

 on-the-job training; programs that combine workplace training with related instruction, 
which may include cooperative education programs; and training programs operated by 
the private sector, 

 adult education and literacy provided in combination with services described above, 
and 

 customized training, including apprenticeships conducted with a commitment by an 
employer or group of employers to employ an individual upon successful completion of 
the training. 

 
All core services are accessible to the “universal customer” at all of the one-stop career centers 
throughout the Commonwealth.  The other services are generally available to individuals based 
on need and available funding.  Where appropriate and where WIA funding is not available, 
referrals are made to other sources where support may be available. 
 
Wagner-Peyser Activities 
 
The Wagner-Peyser program provides job preparation and placement assistance to job seekers, 
including workshops on career exploration, job-seeking skills, resume writing, interviewing, and 
using the Internet to find jobs.  Special efforts are made to serve UI claimants, veterans and 
individuals with disabilities.   
 
Wagner-Peyser funds support the Commonwealth’s Focus Suite (Focus Talent/Career/Assist), a 
web-based labor exchange system that links job seekers and employers. Other public 
employment and training programs in the Commonwealth rely on the program’s labor exchange 
system to assist their program-eligible customers find employment and the employer find 
qualified workers.   
 
Veterans Programs 
 
Jobs funded by the Jobs for Veterans State Grant are filled by veterans who are assigned full-time 
duties as either a Disabled Veterans Outreach Program (DVOP) specialist or Local Veterans 
Employment Representative (LVER) to provide coverage through all one-stops and local offices.  
LVERs and DVOP specialists are strategically located to best serve their targeted populations. 
Additional consideration for staffing is based on service point compliance evaluations, as well as 
an on-going statistical analysis using real-time data extracted from the Employ Kentucky 
Operating System (EKOS).  Since Kentucky is a rural state, selected LVER/DVOP staff split 
time between itinerant offices within the region in order to provide services to reach the greatest 
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number of clients.   
 
Specially trained veterans serve in distinctly different roles as DVOP specialists to provide 
intensive services to veterans with barriers to employment or LVERs to perform outreach to 
businesses and train other one-stop career center staff in the provision of services to veterans.   
Because LVER and DVOP staff have specific roles and responsibilities distinctly different from 
the Wagner-Peyser funded labor exchange staff, the regional managers ensure that the LVERs 
and DVOP specialists provide services to no more than 25% of the veteran population served.  
Wagner-Peyser and WIA funded staffs are the first service providers to veterans and provide 
services to no less than 75% of all veterans served through the career centers. 
 
The DVOP specialists provide or facilitate the provision of case management and intensive 
services to veterans with special employment and training needs.  These services, at minimum, 
include conducting an assessment and developing and documenting an individual employment 
plan (IEP) subject to periodic review.  Through the development of an IEP, the DVOP identifies 
the veteran’s barriers to employment and helps the veteran develop a plan to address those 
barriers.  
  
The DVOP develops and implements an outreach plan, in coordination with other staff and career 
center partners, to locate veterans who can benefit from case management and intensive services.  
These services are provided in coordination with agencies such as Vocational Rehabilitation and 
Employment, Homeless Veterans Reintegration Program grantees, the Department of Veterans’ 
Affairs civic and service organizations, local Workforce Investment Act providers, veterans’ 
service organizations, state and county Veterans’ Affairs Offices and the Kentucky Community 
and Technical Colleges.  
  
The DVOP will provide or facilitate a full range of employment and training services to eligible 
veterans with the primary focus of meeting the needs of those who are unable to obtain 
employment through core services.   
 
The DVOP may serve as a training facilitator for the Transition Assistance Program (TAP) and 
may refer eligible disabled veterans to the U. S. Department of Veterans’ Affairs for services 
under the Disabled Veteran Transition Assistance Program (DTAP).  Personnel selected to serve 
as Transition Assistance Program facilitators receive training from National Veterans Training 
Institute staff.   Classes are conducted in a professional manner following the class outline 
developed by the U. S. Department of Labor.  
 
When a veteran seeks services at a one-stop center, s/he initially receives core services by one 
stop or career center staff. Veterans and disabled veterans within the targeted groups, who are not 
determined “Job Ready,” are primarily routed to the DVOP for screening to determine whether 
intensive services are appropriate. The DVOP specialist routes veterans in need of specific 
services to the appropriate one stop or career center partner. Conversely, one stop or career center 
partners refer veterans in need of employment and intensive services to the DVOP for assistance.   
 
Targeted veteran groups include disabled veterans, homeless veterans, enrollees and completers 
of a program of Vocational Rehabilitation and Employment (VR&E) through the Department of 
Veterans’ Affairs, with maximum emphasis on meeting the needs of economically and 
educationally disadvantaged veterans. Services will be provided to veterans identified as 
economically disadvantaged, including those who have exhausted unemployment benefits, have 
drawn 13 weeks or more of unemployment benefits, and unemployed veterans who are not 
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eligible for unemployment benefits. 
 
DVOP specialists report to the regional manager.  Regional managers ensure that DVOP 
specialists perform the responsibilities as described in their Staff Performance Plans and state 
VETS Plan.  
 
LVERs directly serve employers in accordance with 38 USC 4104 and work in concert with the 
regional business services teams to develop employment opportunities for veterans.   LVERs also 
train other staff and service delivery system partners to enhance their knowledge of veterans’ 
employment and training issues.  LVERs provide or facilitate a full range of employment and 
training services to meet the needs of recently separated veterans in the workforce development 
system.   
  
LVERs cultivate relationships with labor unions, apprenticeship programs, and the business 
community to develop employment and training opportunities for veterans. Additionally, LVERs 
facilitate or promote job fairs to promote employment and training opportunities for veterans 
within their respective areas. At least one major job fair, giving priority to veterans, is conducted 
annually in each region.  These employer outreach activities will increase awareness of the 
business case to hire veterans. LVERs report to the regional manager in their area.   

   
2. WIA Title I and Wagner-Peyser Act Economic and Labor Market Analysis (§112(b)(4)):  As a 

foundation for this Plan and to inform the strategic investments and strategies that flow from this 
Plan, provide a detailed analysis of the state’s economy, the labor pool, and the labor market 
context.  Elements of the analysis should include the following:  
 
a. What is the current makeup of the state’s economic base by industry?  

The Commonwealth’s economy has changed substantially over the last two decades in 
response to global competition.  In 1990, one-fourth of all non-farm employment was in the 
goods producing sector; another 60 percent was in service industries and the rest was in 
government.  Curing the past 20 years a dramatic rise in productivity and increasing global 
competition has resulted in a decline in the proportion of employment in goods production 
and a corresponding increase in service-providing industries.  
 
That chart shows that between 1991 and 2001 the share of goods-producing industries slipped 
from 25 percent to 23 percent.  The change became much more dramatic in the next ten years, 
from 2001 to 2011, with a drop of 6 percentage points.  Part of the reason was the general 
contraction in the economy during the recession and the resulting decline in construction and 
manufacturing.  Construction employment decreased by 20,100, or 23 percent in this ten-year 
period.  Kentucky’s manufacturing employment base contracted by 27 percent with the loss of 
79,200 jobs.  A substantial part of the decline was due to globalization and the emergence of 
China as a major low-cost competitor.  A much-overlooked reason for the shift from 
manufacturing to professional and business services is the renewed focus on core competencies.  
For example, motor vehicle manufacturers outsourced much of their administrative and 
accounting activities to businesses specializing in administrative and support services. 
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Source: Current Employment Statistics program, OET and the Bureau of Labor Statistics. 
 
The Commonwealth’s non-farm employment base averaged 1.8 million in 2011.  The private 
sector employs more than 80 percent of all Kentuckians.  Goods producing industries like 
mining, construction and manufacturing employ 302,800 Kentuckians.  Private sector 
service-providing industries employ 1,157,800 Kentuckians.  These service sector jobs are 
quite diverse and include industries like trade and transportation, financial services, health 
care, temporary placement services, and hospitality.   Government jobs number 329,900, or 
about 18 percent of total non-farm employment.   They include employees in public schools 
and state universities, the military and the postal service. 
 
Four of Kentucky’s eleven non-farm supersectors showed statistically significant shifts in 
composition between 2001 and 2011.  Seven supersectors—mining, trade, transportation and 
utilities, information, financial activities, leisure and hospitality, other services, and 
government—had no discernible change in aggregate composition during the ten-year period. 

 
In 2001 construction provided almost 5 percent of total employment in Kentucky.  Following 
the recession and the collapse of the housing market, employment fell by 23 percent with a 
loss of over 20,000 construction jobs.  Over half theses jobs were for specialty trade 
contractors who perform specific activities like pouring concrete, site preparation, plumbing, 
and electrical work.  These are typically specialized and well-paid trades with licensing and 
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training requirements.  The loss of these skilled jobs has been felt in the wider economy in 
the form of reduced consumption and spending. 

 
Employment in manufacturing accounted for a little over 16 percent of non-farm jobs in 
2001.  Following the recession that proportion shrank to about 12 percent in 2011.  The 
manufacturing base lost 79,200 jobs during the ten-year period.  The largest drop was in 
machinery and electrical equipment (down 12,900 or 33 percent) and transportation 
equipment manufacturing (down 16,600 or 28 percent).  In percentage terms alone the 
relatively small apparel manufacturing industry contracted by over 80 percent with the loss 
of 8,700 jobs.  The labor market for durable goods, as well as apparel and textiles, has slowly 
shifted to low-cost manufacturing countries.  But the durable goods industries, especially 
machinery and auto, rely on both domestic buyers and exports.  U.S. domestic demand fell 
substantially during the recession dampening manufacturing employment.  Following the 
emergence from recession the demand for machinery and transportation equipment has risen 
sharply creating more employment opportunities in the manufacturing sector, especially in 
new areas like advanced additive manufacturing. 

 
Professional and business services comprised 8.7 percent of the Commonwealth’s non-farm 
employment in 2001, and moved to 10.5 percent by 2011.  With the addition of 30,000 new 
jobs in this ten-year period the employment base expanded by almost 20 percent.  The largest 
expansion was in professional, scientific, and technical services, as well as in administrative 
and support services.  The labor market shift into business services is the result of cost-
cutting measures in companies resulting in the outsourcing of non-core jobs.  An example 
would be contracting for legal services instead of having an in-house legal department. 

 
Educational and health services expanded from providing 11.8 percent of the jobs in the 
Commonwealth to 14.3 percent.  This translates into a gain of 42,100 jobs or a 20 percent 
increase between 2001 and 2011.  Almost all the increase was in the area of health care and 
social assistance.  Health care is a rapidly expanding part of the economy.  Though 
Kentucky’s employment expanded by 21 percent during the ten-year period it fell short by 5 
percentage point from the U.S. average growth of 26 percent.  This is an area that has great 
employment growth potential. 
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Kentucky Employment Composition 
2001 and 2011 
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Kentucky Employment Composition 

2001 and 2011 (continued) 
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Kentucky Employment Composition 
2001 and 2011 (continued) 
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 b. What industries and occupations are projected to grow and/or decline in the short term and 

over  the next decade? 
 

As shown in Table 1, 17 of Kentucky’s 21 industry sectors are projected to experience job 
growth between 2008 and 2018. While employment continued to decrease in most industry 
sectors between 2009 and 2010 due to the economic recession, an overall growth rate of 7.5 
percent is still projected over the 2008-2018 decade. 

 
Table 1 - Kentucky Employment by Industry Sector 

2008 and Projected 2018 
  

Industry Sector Employment 
Percent 

Distribution Change 2008-2018 
 2008 2018 2008 2018 Number Percent 
Total Employment, All Jobs 1,995,077 2,143,763 100.00 100.00 148,686 7.5 
Self-Employed & Unpaid Family Workers, 
Primary Job 143,624 151,448 7.20 7.06 7,824 5.4 
Agriculture, Forestry, Fishing and Hunting 29,164 27,964 1.46 1.30 -1,200 -4.1 
Mining 23,461 24,632 1.18 1.15 1,171 5.0 
Utilities 6,588 6,322 0.33 0.29 -266 -4.0 
Construction 84,354 95,562 4.23 4.46 11,208 13.3 
Manufacturing 245,212 219,748 12.29 10.25 -25,464 -10.4 
Wholesale Trade 76,461 78,938 3.83 3.68 2,477 3.2 
Retail Trade 210,644 219,228 10.56 10.23 8,584 4.1 
Transportation and Warehousing 87,839 94,209 4.40 4.39 6,370 7.3 
Information 29,759 29,342 1.49 1.37 -417 -1.4 
Finance and Insurance 71,193 74,725 3.57 3.49 3,532 5.0 
Real Estate and Rental and Leasing 19,923 21,071 1.00 0.98 1,148 5.8 
Professional, Scientific, and Technical Services 68,156 85,349 3.42 3.98 17,193 25.2 
Management of Companies and Enterprises 19,580 21,109 0.98 0.98 1,529 7.8 
Admin. & Support & Waste Management & 
Remediation 94,304 108,830 4.73 5.08 14,526 15.4 
Educational Services 165,477 185,450 8.29 8.65 19,973 12.1 
Health Care and Social Assistance 232,627 281,277 11.66 13.12 48,650 20.9 
Arts, Entertainment, and Recreation 19,165 21,780 0.96 1.02 2,615 13.6 
Accommodation and Food Services 152,471 164,022 7.64 7.65 11,551 7.6 
Other Services (Except Government) 76,866 84,495 3.85 3.94 7,629 9.9 
Government 138,209 148,262 6.93 6.92 10,053 7.3 

Source:  Office of Employment and Training, Kentucky Industry Employment Projections, 2008-2018 
 

 
At over three times the average growth rate for all industries, the Professional, 
Scientific and Technical Services industry sector is projected to grow by 25.2 percent 
between 2008 and 2018, making it the fastest growing sector.  This sector comprises 
industries such as Legal Services; Accounting, Tax Preparation, Bookkeeping, and 
Payroll Services; Architectural, Engineering, and Related Services; Computer 
Systems Design and Related Services; and Management, Scientific, and Technical 
Consulting Services, among others.  As a whole, the sector is projected to grow by 
nearly 17,200 jobs and increase its share of total employment from 3.42 percent to 
3.98 percent over the 2008-2018 decade. 
 
The Health Care and Social Assistance sector should be the next fastest growing 
industry sector between 2008 and 2018, with a projected growth rate of 20.9 percent 
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and a gain of 48,650 in employment.  Ambulatory Health Care Services, Hospitals, 
Nursing and Residential Care Facilities, and Social Assistance are the subsectors 
within this industry sector.  All four of these subsectors are projected to experience 
significant growth through 2018 as a growing number of workers will be needed to 
care for Kentucky’s rapidly aging population.    

 
The Educational Services sector is projected to add the third-highest number of jobs 
between 2008 and 2018, with employment increasing by approximately 20,000.  With 
a growth rate of 12.1 percent, this sector is projected to grow much faster than the 
average rate for all industries, increasing its share of total employment from 8.29 
percent in 2008 to 8.65 percent in 2018. 
 
Short-term industry projections for 2010-2012 are shown in Table 2. These projections 
are significantly different from the 2008-2018 long-term projections because of the onset 
of the recession in 2008 and because long-term projections reflect annual average 
employment while short-term projections reflect quarterly average employment – in this 
case 2010, 4th quarter to 2012, 4th quarter.  Employment levels in several industries, such 
as construction, are subject to seasonality and typically have lower levels of employment 
during the 4th quarter than on annual average.   Fifteen of Kentucky’s 21 industry sectors 
are projected to grow through 2012, 4th quarter as employment levels rebound toward 
their pre-recession levels. 

 
 

Table 2 - Kentucky Employment by Industry Sector 
2010 and Projected 2012 

  

Industry Sector Employment 
Percent 

Distribution Change 2010-2012 
 2010 2012 2010 2012 Number Percent 
Total Employment, All Jobs 1,945,230 1,966,720 100.00 100.00 21,490 1.10 
Self-Employed & Unpaid Family Workers, 
Primary Job 145,580 147,406 7.48 7.50 1,826 1.25 
Agriculture, Forestry, Fishing and Hunting 28,188 27,904 1.45 1.42 -284 -1.01 
Mining 22,452 22,730 1.15 1.16 278 1.24 
Utilities 6,432 6,420 0.33 0.33 -12 -0.19 
Construction 68,699 68,982 3.53 3.51 283 0.41 
Manufacturing 212,931 212,438 10.95 10.80 -493 -0.23 
Wholesale Trade 72,312 73,339 3.72 3.73 1,027 1.42 
Retail Trade 204,895 205,861 10.53 10.47 966 0.47 
Transportation and Warehousing 84,507 86,393 4.34 4.39 1,886 2.23 
Information 26,442 26,384 1.36 1.34 -58 -0.22 
Finance and Insurance 66,549 66,772 3.42 3.40 223 0.34 
Real Estate and Rental and Leasing 17,984 17,920 0.92 0.91 -64 -0.36 
Professional, Scientific, and Technical Services 68,148 71,993 3.50 3.66 3,845 5.64 
Management of Companies and Enterprises 19,676 20,209 1.01 1.03 533 2.71 
Admin. & Support & Waste Management & 
Remediation 97,072 99,121 4.99 5.04 2,049 2.11 
Educational Services 179,962 180,700 9.25 9.19 738 0.41 
Health Care and Social Assistance 243,728 248,667 12.53 12.64 4,939 2.03 
Arts, Entertainment, and Recreation 17,226 17,197 0.89 0.87 -29 -0.17 
Accommodation and Food Services 150,098 152,100 7.72 7.73 2,002 1.33 
Other Services (Except Government) 70,617 70,713 3.63 3.60 96 0.14 
Government 141,732 143,471 7.29 7.29 1,739 1.23 

Source:  Office of Employment and Training, Kentucky Industry Employment Projections, 2010-2012 
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Table 3 illustrates projected changes to the occupational makeup of Kentucky’s labor 
force between 2008 and 2018. Most of the major occupational groups that are projected 
to experience an increase in employment are classified as professional or service-related 
occupations.  

 
 

Table 3 - Kentucky Employment by Major Occupational Group 

2008 and Projected 2018 

SOC  Employment 
Percent 

Distribution Change 2008-2018 

Code Title 2008 2018 2008 2018 Number Percent 
00-0000 Total, All Occupations 1,995,077 2,143,763 100.0 100.0 148,686 7.45 

11-0000 Management Occupations 110,416 114,342 5.53 5.33 3,926 3.56 

13-0000 Business and Financial Operations 
Occupations 

63,815 72,670 3.20 3.39 8,855 13.88 

15-0000 Computer and Mathematical Occupations 31,870 38,313 1.60 1.79 6,443 20.22 

17-0000 Architecture and Engineering Occupations 24,357 25,384 1.22 1.18 1,027 4.22 

19-0000 Life, Physical, and Social Science 
Occupations 

12,024 13,646 0.60 0.64 1,622 13.49 

21-0000 Community and Social Services Occupations 25,360 28,909 1.27 1.35 3,549 13.99 

23-0000 Legal Occupations 12,275 13,548 0.62 0.63 1,273 10.37 

25-0000 Education, Training, and Library 
Occupations 

104,781 120,139 5.25 5.60 15,358 14.66 

27-0000 Arts, Design, Entertainment, Sports & Media 
Occs. 

28,832 31,062 1.45 1.45 2,230 7.73 

29-0000 Healthcare Practitioners and Technical Occs. 115,523 139,906 5.79 6.53 24,383 21.11 

31-0000 Healthcare Support Occupations 52,131 65,127 2.61 3.04 12,996 24.93 

33-0000 Protective Service Occupations 39,432 44,223 1.98 2.06 4,791 12.15 

35-0000 Food Preparation and Serving Related Occs. 162,064 175,944 8.12 8.21 13,880 8.56 

37-0000 Building & Grounds Cleaning & 
Maintenance Occs. 

64,001 68,421 3.21 3.19 4,420 6.91 

39-0000 Personal Care and Service Occupations 56,852 66,341 2.85 3.09 9,489 16.69 

41-0000 Sales and Related Occupations 215,004 225,762 10.78 10.53 10,758 5.00 

43-0000 Office and Administrative Support 
Occupations 

307,417 323,467 15.41 15.09 16,050 5.22 

45-0000 Farming, Fishing, and Forestry Occupations 21,424 20,303 1.07 0.95 -1,121 -5.23 

47-0000 Construction and Extraction Occupations 101,373 110,565 5.08 5.16 9,192 9.07 

49-0000 Installation, Maintenance, and Repair 
Occupations 

90,968 96,753 4.56 4.51 5,785 6.36 

51-0000 Production Occupations 196,356 186,178 9.84 8.68 -10,178 -5.18 

53-0000 Transportation and Material Moving 
Occupations 

158,802 162,760 7.96 7.59 3,958 2.49 

Source:  Office of Employment and Training, Kentucky Occupational Employment Projections, 2008-2018 
 

 
Healthcare Support Occupations are projected to be the fastest growing occupational group with a 
24.9 percent increase in employment.  Close behind are Healthcare Practitioners and Technical 
Occupations at 21.1 percent.  The combined share of total employment for these two groups should 
increase from 8.4 percent in 2008 to 9.6 percent in 2018.  Healthcare-related occupations are 
projected to grow at such a high rate primarily because of Kentucky’s aging population.   
 
Two more major occupational groups are expected to grow more than twice as fast as the statewide 
average of 7.45 percent for all occupations:  Computer and Mathematical Occupations (20.2 percent) 
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and Personal Care and Service Occupations (16.7 percent). 
 
Other occupational groups that are projected to grow at a faster-than-average pace are:  Education, 
Training, and Library Occupations (14.7 percent); Community and Social Services Occupations 
(14.0 percent); Business and Financial Operations Occupations (13.9 percent); Life, Physical and 
Social Science Occupations (13.5 percent); Protective Service Occupations (12.2 percent); Legal 
Occupations (10.4 percent); Construction and Extraction Occupations (9.1 percent); Food 
Preparation and Serving Related Occupations (8.6 percent); and Arts, Design, Entertainment, Sports 
and Media Occupations (7.7 percent). 
 
Just over a quarter (25.6 percent) of 2018 projected employment will be in Office and Administrative 
Support Occupations and Sales and Related Occupations.  While these two groups are the largest in 
terms of total employment in Kentucky, they are expected to grow at a slower rate than the average 
for all occupations – 5.2 percent and 5.0 percent, respectively.  The slower-than-average growth rates 
these occupational groups are projected to experience mean that their share of total employment will 
fall from a combined 26.19 percent in 2008 to 25.62 percent in 2018. 
 
The only two major occupational groups that are projected to decline in employment are Farming, 
Fishing and Forestry Occupations (-5.23 percent) and Production Occupations (-5.18 percent). 
 
Changes in technology, work processes, automation, the demand for products/services, and 
outsourcing are among the major causes of employment growth and decline among occupations. 

 
 
Industries/Occupations with Projected Decline in Employment 
 
Kentucky’s manufacturing sector is projected to lose approximately 25,000 jobs from 
2008 to 2018, a decrease of more than 10 percent. While several of Kentucky’s 
manufacturing industries have grown since 1990, total employment in the industry has 
rapidly declined. Employment in apparel manufacturing, for example, has plummeted by 
nearly 92 percent during this time period, from 32,300 jobs in 1990 to only 2,700 in 
2010. Losses in the apparel manufacturing industry have also been seen across the U.S. 
as companies continue to outsource these jobs to other countries. This trend is expected 
to continue in both the short term and over the next decade. Some occupations in this 
industry that will be adversely affected include: 

 
 sewing machine operators, 

 inspectors, testers, sorters, samplers and weighers,  

 helpers – production workers, and 

 textile cutting machine setters, operators and tenders. 

 
Several other manufacturing industries have sustained large employment losses since 
1990; primary metal manufacturing (-4,400), computer and electronic product 
manufacturing (-3,800), wood product manufacturing (-1,100) and chemical 
manufacturing (-1,000) have each declined by at least 1,000 employees during this time 
period. Each of these four industries is projected to experience further job losses over the 
next decade. As a result of the forecasted decline in manufacturing employment, 
production occupations are expected to experience the largest number of job losses. Some 
specific occupations that should see significant declines in employment include: 
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 cut, punch, and press machine setters, operators and tenders, 

 team assemblers, 

 managers of production and operating workers, 

 assemblers and fabricators, all other, 

 machine feeders and off bearers, and 

 molding, core making and casting machine setters, operators and tenders. 

   
Employment in agriculture, forestry, fishing and hunting in Kentucky has been steadily 
declining for a number of years. While the overall size of the average farm has grown, the 
number of actual farms has been in decline. This trend is expected to continue in the short 
term and over the next decade resulting in job loss in the animal and crop production and 
logging industries.  Specific occupations that will see the most job losses within this 
category include: 

 
 farm workers and laborers, crop and nursery, 

 agricultural equipment operators, and 

 logging equipment operators. 

 
Industries/Occupations with Projected Growth in Employment 
 
Short-term and long-term growth is expected to be much more significant in service-
providing industries than in goods-producing industries.  Short-term growth is expected 
in service-providing industries as employment levels return to their pre-recession levels, 
but long-term projections have an even more favorable outlook.  Many industries are 
expected to experience significant employment growth as the economy rebounds and the 
market begins to improve. The industries and the occupations that are projected to have 
the most favorable outlook due to a high number of annual openings include the 
following: 

 

Health Services 

 registered nurses 

 pharmacists 

 nursing aides, orderlies and attendants 

 occupational, physical and respiratory therapists 

 medical and dental assistants 

 home health aides 

 

Educational Services 

 elementary, secondary, and postsecondary teachers 

 teachers and instructors, all other 

 teacher assistants 
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Food Services and Drinking Places 

 cooks, restaurant 

 cooks, fast food 

 waiters and waitresses 

 combined food preparation and serving workers 

 managers of food preparation and serving workers 

 

Professional, Scientific and Technical Services 

 lawyers 

 paralegals and legal assistants 

 accountants and auditors 

 architects 

 civil engineers 

 computer software engineers 

 database administrators 

 network systems and data communications analysts 

 

Transportation and Warehousing 

 truck drivers, heavy and tractor-trailer 

 truck drivers, light or delivery services 

 

Administrative and Support Services 

 managers of office and administrative support workers 

 employment, recruitment, and replacement specialists 

 office clerks, general 

 

Social Assistance: 

 social and community service managers 

 child, family, and school social workers 

 social and human service assistants 

 personal and home care aides 

 

Construction and Specialty Trade Contractors 

 managers of construction trades and extraction workers 

 carpenters 

 construction laborers 

 cement masons and concrete finishers 
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 operating engineers and other construction equipment operators 

 electricians 

 plumbers, pipefitters, and steamfitters 

 construction and building inspectors 

 highway maintenance workers 

  
c. In what industries and occupations is there a demand for skilled workers and available jobs, 

both today and projected over the next decade?   Estimate projected demand.  
 

Educational attainment is used as a proxy for skill levels. The Bureau of Labor Statistics 
(BLS) classifies occupations into 11 different categories: 
 

Postsecondary awards  

 first professional degree 

 doctoral degree 

 master’s degree 

 bachelor’s degree or higher, plus work experience 

 bachelor’s degree 

 associate’s degree 

 postsecondary vocational awards 

 

Work-related training 

 work experience in a related occupation 

 long-term on-the-job training 

 moderate-term on-the-job training 

 short-term on-the-job training 

 
The following table indicates the number of jobs in each of the education and training 
categories in 2008 and their projected employment levels in 2018. Although the majority 
of jobs fall in the moderate-term and short-term on-the-job training categories, the 
highest growth rates are projected to be in occupations requiring at least a postsecondary 
award. These occupations are classified as skilled.   
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Category Code 2008 2018 2008 2018 Number Percent Number
Percent 

Distribution

Total, All Occupations 1,995,077 2,143,763 100.0% 100.0% 148,686 7.5% 63,494 100.0%

First Professional Degree 1 22,328 25,844 1.1% 1.2% 3,516 15.7% 792 1.2%

Doctoral Degree 2 20,681 23,871 1.0% 1.1% 3,190 15.4% 705 1.1%

Master's Degree 3 20,543 24,510 1.0% 1.1% 3,967 19.3% 856 1.3%

Work Experience Plus Bachelor's or Higher Degree 4 78,237 80,595 3.9% 3.8% 2,358 3.0% 2,277 3.6%

Bachelor's Degree 5 199,334 227,051 10.0% 10.6% 27,717 13.9% 7,230 11.4%

Associate's Degree 6 87,701 104,635 4.4% 4.9% 16,934 19.3% 3,378 5.3%

Postsecondary Vocational Training 7 119,499 133,511 6.0% 6.2% 14,012 11.7% 3,839 6.0%

Work Experience in a Related Occupation 8 214,042 225,846 10.7% 10.5% 11,804 5.5% 5,693 9.0%

Long-Term On-The-Job Training 9 128,288 137,066 6.4% 6.4% 8,778 6.8% 3,698 5.8%

Moderate-Term On-The-Job Training 10 389,013 403,549 19.5% 18.8% 14,536 3.7% 10,219 16.1%

Short-Term On-The-Job Training 11 715,411 757,285 35.9% 35.3% 41,874 5.9% 24,807 39.1%

TABLE 4:  Employment and Average Annual Job Openings, 2008-2018, by Education/Training Categories

Education/Training
Employment Change

g
Job Openings 

Number Distribution 2008-2018 2008-2018

 Source:  Office of Employment and Training, Kentucky Occupational Employment Projections, 2008-2018 
 
The primary occupations in the growth industries identified in section B have a mixture of skills 
and/or educational requirements and include the following. 

 
 Educational Services: Growth is expected among both skilled positions and 

those that require less education. 

 Health Services: Some of the growth occupations require postsecondary 
education and others require special certifications or moderate-term on-the-job 
training. 

 Food Services: Almost all the jobs in this industry require only short-term or 
moderate-term on-the-job training. 

 Retail Trade: Most of the growth jobs in this industry need short-term or 
moderate-term on-the-job training. 

 Transportation and Warehousing: Almost all the jobs in this industry need 
short-term or moderate-term on-the-job training. 

 Wholesale Trade: Most of the growth jobs in this industry need short-term or 
moderate-term on-the-job training. 

 Professional and Technical Services: Almost all the jobs in this industry require 
postsecondary education. 

 Administrative and Support Services: Most of the growth jobs in this industry 
need short-term or moderate-term on-the-job training. 

 Information: Some of the growth occupations require postsecondary education 
and others require special certifications or moderate-term on-the-job training. 

 Social Assistance: Most of the growth jobs in this industry need short-term or 
moderate-term on-the-job training. 

 Transportation Equipment Manufacturing: Some of the growth jobs in this 
industry need postsecondary vocational training, while some require moderate-
term to long-term on-the-job training. 

 Specialty Trade Contractors: Most of the growth jobs in this industry need 
long-term or moderate-term on-the-job training and/or special certifications. 
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As the economy in the Commonwealth relies less on agriculture and simple 
manufacturing and the demand for services and complex manufacturing increases, the 
occupational needs of the state will change. Although the highest number of employees in 
the state will only need short-term or moderate-term on-the-job training to perform their 
jobs, these are also the lowest paying positions. However, the projected growth rate for 
jobs requiring more education is higher than the average projected growth in employment 
for all occupations. These positions earn a great deal more than the average worker in the 
state.  

 

TABLE 5: 2010 Average Annual Kentucky Wage Estimates by Training Category 

Training Category 
Training 

Code 
Total 

Employment

Avg. 
Annual 
Wage 

Postgraduate  1,2,3 63,552 $85,360
Bachelor's Degree & Bachelor's Degree with Work Experience  4,5 277,571 $62,732
Associate's Degree or Postsecondary Vocational Training  6,7 207,200 $40,511
Work Experience in a Related Occupation or Long-Term OJT  8,9 342,330 $43,622
Moderate-Term OJT 10 389,013 $31,179
Short-Term OJT 11 715,411 $23,335
Source:  Office of Employment and Training, Kentucky Occupational Outlook to 2018 
 

d. What jobs/occupations are most critical to the state’s economy?  
 

Two methods were used to determine which jobs were most critical to the state’s economy.  
First, NAICS three-digit industry sectors that had the most annual average private ownership 
employment between 2010, 3rd quarter and 2011, 2nd quarter were identified.  These industries 
are particularly important to the Commonwealth’s economy because they make up a significant 
portion of the state’s overall workforce.  Additionally, 12 of these 15 sectors are projected to 
gain employment between 2008 and 2018.  The three largest occupations within each of these 
industry sectors were then identified in order to provide some specific jobs that are important to 
the economy.  Second, the three-digit NAICS sectors with the highest annual average wage 
between 2010, 3rd quarter and 2011, 2nd quarter were identified.  In order to narrow the list to 
industries having the most profound impact on the economy, only those three-digit industries 
that employed at least 1,000 people were included.    The largest occupations within these 
industry sectors were also identified.       

 

 
Sectors with the most employment and largest occupations within those sectors: 
1. Food Services and Drinking Places (NAICS 722) 

 Combined Food Preparation and Serving Workers 
 Waiters and Waitresses 
 Cooks, Restaurant 

2. Administrative and Support Services (NAICS 561) 
 Janitors and Cleaners, Except Maids and Housekeeping Cleaners 
 Security Guards 
 Laborers and Freight, Stock and Material Movers (Hand) 

3. Ambulatory Health Care Services (NAICS 621) 
 Medical Assistants 
 Receptionists and Information Clerks 
 Dental Assistants 
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4. Hospitals (NAICS 622) 
 Registered Nurses 
 Nursing Aides, Orderlies, and Attendants 
 Licensed Practical and Licensed Vocational Nurses 

5. Professional and Technical Services (NAICS 541) 
 Accountants and Auditors 
 Lawyers 
 Paralegals and Legal Assistants 

6. General Merchandise Stores (NAICS 452) 
 Retail Salespersons 
 Cashiers 
 Cargo and Freight Agents 

7. Nursing and Residential Care Facilities (NAICS 623) 
 Nursing Aides, Orderlies, and Attendants 
 Licensed Practical and Licensed Vocational Nurses 
 Registered Nurses 

8. Specialty Trade Contractors (NAICS 238) 
 Electricians 
 Plumbers, Pipefitters, and Steamfitters 
 Heating, Air Conditioning, and Refrigeration Mechanics and Installers 

9. Transportation Equipment Manufacturing (NAICS 336) 
 Team Assemblers 
 Assemblers and Fabricators, All Other 
 Cutting, Punching, and Press Machine Setters, Operators and Tenders 

10. Merchant Wholesalers, Durable Goods (NAICS 423) 
 Sales Representatives, Wholesale and Manufacturing 
 Mobile Heavy Equipment Mechanics, Except Engines 
 Computer, Automated Teller, and Office Machine Repairers 

11. Credit Intermediation and Related Activities (NAICS 522) 
 Tellers 
 Loan Officers 
 Customer Service Representatives 

12. Food and Beverage Stores (NAICS 445) 
 Cashiers 
 Stock Clerks and Order Fillers 
 Food Preparation Workers 

13. Nondurable Goods Wholesale Trade (NAICS 424) 
 Drivers/Sales Workers 
 Truck Drivers, Heavy and Tractor-Trailer 
 Sales Representatives, Wholesale and Manufacturing 

14. Social Assistance (NAICS 624) 
 Child Care Workers 
 Preschool Teachers, Except Special Education 
 Personal and Home Care Aides 

15. Food Manufacturing (NAICS 311) 
 Meat, Poultry, and Fish Cutters and Trimmers 
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 Helpers – Production Workers 
 Bakers 

 
Sectors with the highest annual wage (based on a minimum of 1,000 jobs) and largest 

occupations within those sectors: 
  
1. Securities, Commodity Contracts, Investments (NAICS 523) 

 Securities, Commodities, and Financial Services Sales Agents 
 Customer Service Representatives 
 Accountants and Auditors 

 
2. Management of Companies & Enterprises (NAICS 551) 

 Customer Service Representatives 
 Bookkeeping, Accounting, and Auditing Clerks 
 Executive Secretaries and Administrative Assistants 

 
3. Petroleum and Coal Products Manufacturing (NAICS 324) 

 Petroleum Pump System Operators, Refinery Operators, and Gaugers 
 Chemical Plant and System Operators 
 Mixing and Blending Machine Setters, Operators, and Tenders 

 
4. Pipeline Transportation (NAICS 486) 

 Gas Plant Operators 
 Petroleum Pump System Operators, Refinery Operators, and Gaugers 
 First-Line Supervisors/Managers of Production & Operating Workers 

 
5. Computer and Electronic Product Manufacturing (NAICS 334) 

 Computer Hardware Engineers 
 Team Assemblers 
 Inspectors, Testers, Sorters, Samplers, and Weighers 

 
6. Electronic Markets and Agents and Brokers (NAICS 425) 

 Sales Representatives, Wholesale and Manufacturing 
 Merchandise Displayers and Window Trimmers 
 Shipping, Receiving, and Tracking Clerks 

 
7. Utilities (NAICS 221) 

 Electrical Power-Line Installers and Repairers 
 Customer Service Representatives 
 First-Line Supervisors/Managers of Mechanics, Installers, & Repairers 

 
8. Mining (NAICS 212) 

 Operating Engineers and Other Construction Equipment Operators 
 Roof Bolters, Mining 
 First-Line Supervisors/Managers of Construction Trades and Extraction Workers 

 
9. Water Transportation (NAICS 483) 
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 Sailors and Marine Oilers 
 Captains, Mates, and Pilots of Water Vessels 
 Ship Engineers 

 
10. Monetary Authorities – Central Bank (NAICS 521) 

 Financial Managers 
 Loan Officers 
 New Accounts Clerks 

 
11. Insurance Carriers and Related Activities (NAICS 524) 

 Insurance Sales Agents 
 Insurance Claims and Policy Processing Clerks 
 Customer Service Representatives 

 
12. Electrical Equipment and Appliance Manufacturing (NAICS 335) 

 Team Assemblers 
 Industrial Truck and Tractor Operators 
 Industrial Machinery Mechanics 

 
13. Chemical Manufacturing (NAICS 325) 

 Chemical Equipment Operators and Tenders 
 Chemical Plant and System Operators 
 Industrial Machinery Mechanics 

 
14. Beverage and Tobacco Product Manufacturing (NAICS 312) 

 Laborers and Freight, Stock, and Material Movers (Hand) 
 Packaging and Filling Machine Operators and Tenders 
 Industrial Truck and Tractor Operators 

 
15. Oil & Gas Extraction (NAICS 211) 

 Wellhead Pumpers 
 Roustabouts, Oil and Gas 
 First-Line Supervisors/Managers of Construction Trades and Extraction Workers 

 
While the occupational makeup of the employment in these industries varies, a large 
percentage of jobs in these industries will require a highly trained and highly educated 
workforce. 
 
e. What are the skill needs for the available, critical and projected jobs?  

 
Total employment in the Commonwealth is projected to increase by nearly 150,000 between 
2008 and 2018.  This increase in total employment, combined with workers leaving 
occupations due to retirement, changing careers or leaving the labor force for other reasons, 
means that the Kentucky economy is expected to generate approximately 64,000 job openings 
annually.  While many of these jobs will require only short-term or moderate-term on-the-job 
training, most occupations offering high wages and high growth potential will require some 
type of postsecondary training.  The charts below show some of the most critically needed 
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occupations, based on a combination of projected annual openings through 2018 and higher 
than average wages. 
 

 
 

2010 Avg. Wage

$47.36 23-1011  Lawyers

$51.31 29-1051  Pharmacists

$81.85 29-1069  Physicians and Surgeons, Al l Other

$27.16 21-1012  Educational, Vocational , and School Counselors

$36.73 29-1123  Physical Therapists

$27.61 25-9031  Instructional  Coordinators

$23.58 25-1194  Vocational Education Teachers, Postsecondary

$64.95 25-1071  Health Specialties Teachers, Postsecondary **

$25.17 25-4021  Librarians

$18.00 21-1023  Mental Health & Substance Abuse Social Workers

$34.25 29-1122  Occupational Therapists

$28.90 29-1127  Speech-Language Pathologists

$26.66 19-3031  Clinical , Counseling, and School Psychologists

$18.20 21-1014  Mental Health Counselors

$34.95 25-1199  Postsecondary Teachers, All  Other **

$17.38 21-1015  Rehabilitation Counselors

$79.79 29-1062  Family and General  Practitioners

$72.52 29-1021  Dentists, General

$46.09 29-1131  Veterinarians

$28.60 19-3099  Social Scientists and Related Workers, All Other

Twenty Kentucky Occupations with the Most Annual Job Openings Generally Requiring a
Graduate or Professional Degree*

*Ranked according to the total number of job openings each year, this chart illustrates the top 20 occupations in Kentucky for which a person 
usual ly needs a professional  degree, master's degree, or doctoral degree to perform the duties.  The dark bar represents the number of job 
openings due to employment growth.  The light bar represents job openings due to workers separating from the occupation.  

**Average hourly wages for teacher occupations were calculated by assuming 9.5 working months per year at 40 hours per week.

Annual Job Openings                           
2008-2018 Occupational Code and Title

0 50 100 150 200

Growth

Separations

 
Source:  Office of Employment and Training, Kentucky Occupational Outlook to 2018 
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2 010  Avg. W age

$42 .1 6 11-1 021   G en eral  a nd O pera ti ons  M an age rs

$30 .3 1 25-2 031   S ec. Scho ol Teach ers , Exc l. S pe ci al an d Voc. Ed . **

$26 .9 8 13-2 011   A ccoun ta nts  a nd  A udi to rs

$28 .7 1 15-1 081   Ne tw or k  S yste m s &  D ata C om m u nica tio ns An alysts

$28 .2 3 13-1 199   B usin ess O pe ration s  S pe c ialis ts , A ll Oth er

$18 .1 6 21-1 021   Ch ild, Fam il y, an d Scho ol So c ial W orker s

$19 .6 7 25-3 099   Te ache rs a nd Instruc tor s, Al l O ther  **

n/a 53-2 011   A irlin e Pi lots , Cop ilo ts , and  F li ght En gin eers

$32 .8 1 11-9 021   Co nstruct ion  M a nag ers

$33 .9 4 15-1 051   Co m pu te r Syste m s Ana lys ts

$39 .3 4 11-9 111   M e dical  a nd Hea lth Ser vi ce s M a nag ers

$39 .8 1 11-3 031   F in anci al M ana ger s

$21 .6 7 27-3 031   P ub lic  R e lat io ns  Spe c ialis ts

$33 .9 0 15-1 031   Co m pu te r Softw are E ngi nee rs , A ppli cation s

$23 .2 1 13-1 079   Hu m an  Re s.,  T rng. & La bo r R e lation s  S pe c., Othe r

$21 .4 4 25-9 099   E du ca ti on, T rain ing , an d Lib rary  W o rkers , All  O ther

$29 .0 3 25-2 041   S pe c. Ed . Tea cher s, Pr e., K ind er. & Ele m . Scho ol **

n/a 11-9 032   E du ca ti on A dm in .,  El em en tary  and  S econ dar y

$22 .2 0 13-2 081   Ta x Exam iner s, Coll ectors , and  Re ve nue  A ge nts

$17 .4 5 27-1 024   G rap hic  D es ig ners

2 010  Avg. W age

$28 .1 9 29-1 111   Re gis tere d N urses

$10 .7 9 31-1 012   Nu rs ing  A ide s, O rder lies , and  A tte nda nts

$17 .5 3 29-2 061   L icense d Pra cti ca l & Lice nsed  V oc. Nurses

$19 .3 1 15-1 041   Co m pu te r Sup por t S pec ia lis ts

$16 .1 1 51-4 121   W eld ers , Cutte rs , S old erer s, an d Bra zers

$14 .9 7 49-3 023   A utom o tive  Ser vi ce  Te chni ci ans  an d M echa nics

$11 .5 5 39-5 012   Ha irdre ssers , Ha irs ty lis ts, an d C osm eto logi sts

$28 .8 2 41-3 021   Insu ran ce  Sal es  Age nts

$13 .1 0 25-2 011   P rescho ol Tea chers, Exc l.  Spe c ial E ducatio n 

$18 .0 4 49-9 021   He ating , A .C . & Refrig erat io n M ech. & Ins talle rs

$13 .6 2 29-2 041   E m er gen cy M ed ical Techn ic ian s  a nd P aram edi cs

$14 .9 9 41-9 022   Re al Es tate S ale s A gen ts

$22 .2 3 29-2 034   Ra diol ogic  Tech nolo gis ts  and  Te chnic ia ns

$15 .2 4 29-2 071   M e dical  Re co rds & H ea lth Info. Te chnic i ans

$17 .8 7 49-3 031   B us & T ruck M ech anics  & D ie sel En g. S pe c ialis ts

$13 .6 0 39-9 031   F itne ss  Tra ine rs  and  A ero bics  In str uc tors

$17 .0 8 29-2 055   S urg ical Tech nolo gis ts

$19 .3 8 23-2 011   P ara leg als  and  L ega l Ass is tan ts

$27 .0 1 29-2 021   De ntal Hygien is ts

$21 .6 2 29-1 126   Re spira to ry Th erap is ts

A ss oc ia te 's  D e gree  o r P os tse c ond ary V oc ationa l Trainin g*

*Ra nked  a cco rdin g to th e total nu m be r o f jo b op enin gs each  ye ar, th is  ch art illustra te s the  to p 20 occu patio ns  in Ke ntucky for  wh ich a per son 
usual ly  n eed s a  b ache lor's  de gree  or bach elo r's  d egre e an d wo rk  experi ence  to pe rform  the  d ut ies .  Th e dar k  b ar rep rese nts the  n um b er of job  
ope ning s  d ue to em ploym e nt grow th.  Th e lig ht b ar re prese nts  j ob op enin gs  due  to  w o rkers sepa rating  fro m  the occup ation .  

**A ve rag e hou rly  wa ges for teach er occup ation s  w er e calcul ated by  assum ing 9 .5  w or k ing m o nths  per  ye ar at 40 ho urs pe r we ek.

Tw en ty K e ntu ck y O c cu pa tion s w i th th e M os t A nnu al  J ob O pe nings  G en era lly  R eq uir in g a n

Annua l Job Ope n ings                            
200 8-2 018 Occ upational Code  a nd  T itle

*Ra nked  a cco rdin g to th e total nu m be r o f jo b op enin gs each  ye ar, th is  ch art illustra te s the  to p 20 occu patio ns  in Ke ntucky for  wh ich a per son 
usual ly  n eed s a n assoc ia te 's  d egre e or p ostse cond ary vo cation al train ing  to pe rform  the  d ut ies .  Th e dar k b ar rep resen ts the  n um b er of job  
ope ning s  d ue to em ploym e nt grow th.  Th e lig ht b ar re prese nts  j ob op enin gs  due  to  w o rkers sepa rating  fro m  the occup ation .  

T w e nty  K e ntuc k y O cc up ation s w ith  the  M os t An nua l Jo b O pe nin gs  G e ne ral ly Re qu ir ing  a
B ac he lo r's  D e gree  or  B a ch elor 's De gree  a nd  W o rk  E x pe r ie nc e*

Annua l Job Ope n ings                            
200 8-2 018 Occ upational Code  a nd  T itle

0 2 00 40 0 60 0 8 0 0

G rowth

S epa rat ion s

0 6 00 1 ,2 00 1,8 0 0

G row th

S ep aratio ns

 
Source:  Office of Employment and Training, Kentucky Occupational Outlook to 2018 

f. What is the current and projected demographics of the available labor pool (including the 
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incumbent workforce) both now and over the next decade?  
 

All current demographics are courtesy of the 2006-2010 American Community Survey 
(ACS), which is conducted by the United States Census Bureau.  Projected demographics 
are from the Kentucky State Data Center (KSDC) and forecast out to the year 2020. 
 

Current and Projected Demographics by Age Group 
  Current - 2010 Projected - 2020 Change, 2010-2020

Age Number Percent of Total Number Percent of Total Number Percent 
Under 15 Years 843,186 19.7% 875,096 18.7% 31,910 3.8%
15-19 Years 298,415 7.0% 300,406 6.4% 1,991 0.7%
20-24 Years 288,226 6.7% 300,128 6.4% 11,902 4.1%
25-34 Years 558,362 13.0% 595,630 12.7% 37,268 6.7%
35-44 Years 593,950 13.9% 582,976 12.5% -10,974 -1.8%
45-54 Years 634,200 14.8% 597,785 12.8% -36,415 -5.7%
55-64 Years 509,455 11.9% 633,666 13.6% 124,211 24.4%
65-74 Years 310,316 7.2% 475,532 10.2% 165,216 53.2%
75-84 Years 181,376 4.2% 225,582 4.8% 44,206 24.4%
85+ Years 68,342 1.6% 85,953 1.8% 17,611 25.8%
Total 4,285,828 100.0% 4,672,754 100.0% 386,926 9.0%
              
Male 2,105,483 49.1% 2,296,133 49.1% 190,650 9.1%
Female 2,180,345 50.9% 2,376,621 50.9% 196,276 9.0%
              
White Alone 3,792,514 88.5%
Minority 493,314 11.5%

No official projections have been made by the 
KSDC concerning race/minority status. 

Sources:  United States Census Bureau, American Community Survey (ACS) 2006-2010; 
                Kentucky State Data Center (KSDC) Population Projections 

 
 
During the next decade, the Commonwealth’s population will age substantially.  In 2010, 
those age 55 and over made up 25 percent of the overall population.  That number is 
projected to increase to 30.4 percent by 2020.  Conversely, those ages 20-54 will see a 
decrease in their share of the population from 48.4 percent in 2010 to 44.4 percent in 
2020.  The gender makeup of the Commonwealth’s population is projected to remain 
constant through 2020, at 49.1 percent male and 50.9 percent female.  There have been 
no official projections made concerning race/minority status. 
 

The following data summarizes educational attainment levels for the Commonwealth’s 
population over the age of 25 in 2010: 

 Less than 9th grade: 234,819 (8.2 percent) 

 9th-12th grade, no diploma: 308,968 (10.8 percent) 

 High school, including equivalency: 982,494 (34.4 percent) 

 Some college, no degree: 560,162 (19.6 percent) 

 Associate’s degree: 188,587 (6.6 percent) 

 Bachelor's degree: 345,689 (12.1 percent) 

 Graduate/professional degree: 235,282 (8.2 percent) 
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 High school and above: 81.0 percent  (Kentucky ranked number 47 of 50 states) 

 Bachelor’s degree and above: 20.3 percent (Kentucky ranked number 47 of 50 
states) 

 Graduate/professional degree: 8.2 percent  (Kentucky ranked number 36 of 50 
states) 

 
While there have not been any official projections concerning educational attainment, the 
Commonwealth has made significant progress during the last decade.  Although the state still 
ranks 47th in percentage of the population 25+ with at least a high school diploma, this number 
has skyrocketed from 74.1 percent in 2000 to 81.0 percent in 2010.  The Commonwealth also 
made a huge jump in the percentage of those with an associate’s degree, from 4.9 percent in 
2000 to 6.6 percent in 2010.  The percentage of those with at least a bachelor’s degree has also 
increased dramatically, from 17.1 percent in 2000 to 20.3 percent in 2010.  

   
g. Is the state experiencing any “in migration” or “out migration” of workers that impact the labor 

pool?   
 

From 2010 to 2011, the Commonwealth’s population was augmented by a net “in 
migration” of more than 12,000 people.  Nearly 48 percent of this migration was 
domestic migration, meaning that it came from other states.  The other 52 percent can be 
attributed to international migration, or that which came directly from another country.  
When this net “in migration” is combined with the Commonwealth’s natural population 
increase of slightly more than 18,000, the state’s resident population grew by almost 
30,000 people between 2010 and 2011, with approximately 40 percent of that growth due 
to net migration.  Of the seven states surrounding Kentucky, only Tennessee and Virginia 
had higher levels of net “in migration.”  These trends are likely to continue as the South 
had higher net migration levels than any other region of the country between 2010 and 
2011.   
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Resident Population Change, 2010-2011 

Vital Events Net Migration 
Area 

Total 
Population 

Change 

Natural 
Increase 

Births Deaths Total International Domestic 

United States 2,846,379 1,952,088 4,998,000 3,045,912 894,291 894,291 (X) 

                

Northeast 204,354 234,524 805,096 570,572 -27,559 180,910 -208,469 

Midwest 231,848 347,823 1,056,678 708,855 -115,267 109,887 -225,154 

South 1,490,979 737,247 1,910,087 1,172,840 750,606 336,591 414,015 

West 919,198 632,494 1,226,139 593,645 286,511 266,903 19,608 

                

Illinois 38,625 83,925 209,060 125,135 -45,403 34,055 -79,458 

Indiana 33,122 35,397 106,018 70,621 -2,226 9,186 -11,412 

Kentucky 29,994 18,007 70,438 52,431 12,064 6,303 5,761 

Missouri 21,761 26,799 94,510 67,711 -4,874 6,957 -11,831 

Ohio 8,449 41,869 176,295 134,426 -33,149 11,719 -44,868 

Tennessee 57,243 27,105 100,612 73,507 30,203 9,875 20,328 

Virginia 95,574 54,234 127,114 72,880 41,156 25,618 15,538 

West Virginia 2,368 -1,251 25,769 27,020 3,728 914 2,814 

Sources:  United States Census Bureau, Population Division 
 
 

h. Based on an analysis of both the projected demand for skills and the available and projected 
labor pool, what skill gaps is the state experiencing today and what skill gaps are projected 
over the next decade?    

 
Kentucky is currently facing a skill gap from the shortage of postsecondary and work-ready 
high school graduates.  The Kentucky Occupational Outlook to 2020 Report projects between 
2010 and 2020 employment in Kentucky will increase by 235,430 persons or 12.4 percent.  
Occupations requiring more education are increasing in share of total employment with 
occupations requiring at least some college increasing from 27.5 percent in 2008 to 27.8 
percent in 2010 and projected to increase to 28.9 percent by 2020.  
  
Occupations requiring a Doctoral or Professional degree are projected to increase by 20.9 
percent; requiring a Master’s Degree by 19.7 percent; requiring a Bachelor’s Degree by 14.8 
percent; requiring an Associate Degree by 17.9 percent; and requiring a Postsecondary Non-
Degree award by 16.8 percent compared to occupations requiring a High School Degree only 
by 11.0 percent and requiring less than High School by 10.4 percent.  Not only are jobs 
requiring more education but education pays with median wages for a Bachelor’s Degree being 
$42,150 and for an Associate Degree, Postsecondary Non-Degree award being $30,207 
compared to median wages for High School only being $24,355 and for less than High School 
being $17,635. 

 
The 2010 American Community Survey, ACS, found Kentucky ranked 47th in the number of 
adults, ages 25+, with a High School Degree, 81.9 percent,  and ranked 48th in the number of 
adults, ages 25+, with a Bachelor’s Degree, 20.5 percent.  For Kentucky to be a competitive 
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state regarding employment we need to increase both our high school and college graduation 
rates as well as insure our workforce has the needed soft skills such as communication, team 
work and good work attendance.  Kentucky high schools are stressing college and career 
readiness for all students, and postsecondary institutions are working with them to reach higher 
student proficiency levels to insure students are ready for the workplace and/or continuing their 
education. 

 
One-third of new jobs created between 2010 and 2020 will be in one of three occupational 
groups; (1) Healthcare Practitioners and Technical Occupations, 24.9 percent growth, (2) 
Office and Administrative Support Occupations, 10.1 percent growth, and (3) Transportation 
and Materials Moving Occupations, 15.0 percent growth.   
 

 
i. Based on an analysis of the economy and the labor market, what workforce development issues 

has the state identified?  
 

The state has identified four workforce development issues that will successfully bridge the gap 
between the skills required for the jobs of the future and the skills developed by the labor force.   
These include the following. 
 

1. Align the state’s workforce development system with Kentucky’s education objectives.   
 
This is a critical first step in providing marketable skills to the workforce.  It requires increased 
collaboration between workforce boards and boards of education, technical education, 
postsecondary education and economic development agencies. 
 
The state has also focused on increasing the number of postsecondary and work-ready high 
school graduates.  This requires promoting educational options like career and technical 
education, two-year and four-year college, apprenticeships and specialty training.   
 

2. Align the state’s workforce development system with economic development strategies. 
 
This requires collaboration between workforce boards and economic development agencies.  It 
also calls for the development of a “rapid response” framework for new jobs based on the types 
of layoffs and the creation of an entrepreneurial culture. 
 

3. Simplify the workforce development service delivery system. 
  
This calls for the simplification of online services and focus on innovation and user-friendly 
applications.  Steps needed to make simplification a success include: increase awareness of 
online job matching and training services; increase use of job portals by employers and job 
seekers; and improve communication among all service delivery systems. 
 

4. Improve service to achieve a customer-centered delivery system. 
 
The requirements for an improved delivery system include the increased use of resources for 
employers to identify, screen, match, interview and prepare candidates for work.  It also requires 
increased contacts with employers and economic development agencies regarding future 
workforce needs. 
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j. What workforce development issues has the state prioritized as being most critical to its 
economic health and growth?  

 
The state has identified the following priorities as critical factors to its economic health and 
growth:   
  

• recruitment and attraction of new business,    
• retention of existing business, and   
• commitment to educational and professional development.       

  
Recruitment of new businesses is critical for the growth of the state economy.  To be successful 
in this effort, KEWDC will collaborate with the Governor’s office and the KCED to make the 
case for businesses to locate here.     
  
Businesses already located in the Commonwealth need continued support to ensure they have 
the workforce they need and a climate to succeed in a changing economy. This requires a 
partnership between government and business to best meet the needs of our citizens regarding 
their education, training and employment and the benefits those investments bring to our 
economy by supplying the workforce we need for today and tomorrow.    
  
To address issues on how the workforce system can play a vital role in changing the 
Commonwealth’s economic outlook, the KWIB defined four strategic goals:  
 

1. align the Commonwealth’s workforce development system with Kentucky’s 
education objectives, 

2. align the Commonwealth’s workforce development system with economic 
development strategies, 

3. simplify the workforce development service delivery system, and  
4. improve service to achieve a customer-centered delivery system. 

  
In addition to the strategies described on pages five and six of this document. The KEWDC, 
KWIB and several workforce partners have teamed with the KCED to develop a strategy to 
unify our approach to existing and prospective employers called the Kentucky Solution. 
 
The Kentucky Solution focuses on the following five primary goals. 
 
Goal 1 –Vertical and horizontal policy alignment between workforce and economic 
development 
Expected Outcomes – a statewide vision, measurable goals and business service framework 
addressing: partnership and confidentiality agreements, business service resource guides, 
business turnaround assistance, a proactive business services process and business protocols for 
supporting existing business.   
 
Activities and Interim Outputs - At the cabinet level, we will engage key state and regional 
business, education, economic and workforce development leaders in a series of discussions to 
set a statewide vision with measurable goals.     
 
Building on this process, key stakeholders will collaboratively develop and adopt a business 
service framework addressing: partnership and confidentiality agreements; business service 
resource guides; business turnaround assistance; and business protocols to support and 
encourage consistency in business retention and expansion efforts at the regional level.  These 
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will become foundational elements of unified business service/economic development teams 
across the Commonwealth. 
 
Team members’ roles and responsibilities will be clearly established to support The Kentucky 
Solution.  Teams will include economic and workforce professionals along with education 
partners such as KCTCS and KYAE. 
 
These activities will provide tools to help local leaders form meaningful regional alliances, 
leverage resources and embrace new economic development strategies like sector initiatives.  
Regional efforts will provide distinct career pathways for the long-term unemployed and the 
emerging workforce. 

 
Goal 2 – Employer-led state and regional sector strategies  
Expected Outcomes – viable industry partnerships in the targeted sectors, decrease the number 
of employers leaving the state due to workforce quality, increase number of new employers, 
increase leveraged resources for training in identified sectors, increase quality of workforce with 
skills required by target industry sectors and increase incumbent worker retention rates within 
targeted sectors.   
 
Activities and Interim Outputs - The Kentucky Solution will support and promote the use of 
industry-led, state and/or regionally defined sector-focused partnerships that build and shape the 
workforce. Previous grants have enabled several partnerships to create strategic plans.  A critical 
activity will be to advance existing industry partnerships from strategic planning to 
implementation, harnessing the public/private resources to ensure a strong emerging workforce 
as well as a retooled incumbent workforce.  We will also provide seed capital to new industry 
partnerships supporting the state and regional targeted sectors.   
 
On the technical assistance front, we will assess skill needs in targeted sectors, expand and 
leverage sector strategies’ website and toolkit, align grants to Industry Partnerships with KWIB 
and KCED strategic plans and targeted regional sectors, and develop target sector profiles. 
Supports to industry partnership may include the following:  sharing applicable research; 
convening conference calls; arranging peer-to-peer learning exchanges; managing speakers/web 
cams and industry partnership blogs; conducting industry partnership forums and “Live 
Meeting/Meet Now” sessions; creating shared resource page/topics and events; and providing 
support with developing strategic plans.  We are also exploring the concept of hiring three 
regional profilers to work across the state with industry partnerships to target jobs by sector.   

 
Goal 3 - A world-class talent pipeline  
Expected Outcomes – adoption of a career pathways framework by the education partners; 
career pathways aligned to support targeted sectors and occupations; increase the number of 
low-income, disadvantaged workers and job seekers gaining industry-recognized credentials in 
the pathways; and alignment of education policy around career pathways supporting the 
emerging workforce. 
 
Activities and Interim Outputs – The Commonwealth recognizes that it has to improve 
efficiency and responsiveness to job seekers and employers.  The focus of activities tied to this 
goal must be on building the educational infrastructure needed to train the emerging workforce, 
retool the current workforce and re-engage the structurally unemployed for high-demand 
industries while stressing academic and career education. This includes: 

 adopting a career pathways framework, 
 aligning educational policy and practice to support it, 
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 implementing a Career Pathways Integrated Education and Training (IET) 
model/approach, developing tools that aid job seekers in making informed decisions 
about their career paths, and 

 increasing the number of adult students earning a National Career Readiness Certificate 
(NCRC) and/or high school equivalency credential, stackable credentials and 
successfully transitioning to the workforce and/or postsecondary education.   

 
The education partners along with key employers, and economic and workforce development 
representatives will form a steering committee to research models and approaches.  They will 
then choose a career pathways framework for all pathways work via industry partnerships and 
other collaboratives.  Documents on the roles and responsibilities of partners in building the 
career pathways frameworks will be developed.  Then the work of aligning existing and new 
career pathways supporting targeted sectors/occupations identified by Industry Partnerships 
must begin in the educational system.  The steering committee will then start evaluating and 
aligning policy and practice in the education system to support learning through career 
pathways.  These activities/outcomes will be leveraged with Kentucky’s Accelerating 
Opportunity (AO) grant.  A collaborative partnership with a compelling statement:  Kentucky’s 
vision for the AO initiative is to implement a collaborative career pathways model that prepares 
students to be college and career ready.  Specifics can be found at: 
http://www.acceleratingopportunity.org/. 

 
Goal 4 – An interagency customer relations approach 
Expected Outcomes – a solutions-based business services approach, increase employer market 
penetration, increase information sharing among partners, more sophisticated business 
intelligence, and streamlined communications throughout the Kentucky Solutions Team. 
 
Activities and Interim Outputs - Kentucky’s proactive approach means that The Kentucky 
Solution team must make a significant shift in its approach to business services at every level of 
the enterprise to be truly solutions based.  The activities tied to this goal are focused on 
developing strategic tools required to make that shift.   
 
We will explore off-the-shelf tools versus in-house technology solutions supporting customer 
relationship management systems such as Executive Pulse and Sales Force.  The team will use 
cost/benefit analysis to select the best option.  If an off-the-shelf tool is selected, we will follow 
state procurement processes.   
 
The Commonwealth will engage stakeholders at every level to develop a tool that delivers an 
assortment of services.  This engagement will assure user-friendly, intuitive interfaces and 
multi-dimensional input from partners such as the Department of Workforce Investment, 
KCTCS, KYAE, economic development organizations/chambers of commerce and local 
Workforce Investment Areas.   
 
This collaborative platform will support the established business visitation\contact information 
needs, track solutions-based service work and facilitate communications among team members.  
 
The Kentucky Solution team will be trained to effectively use real-time data, facilitate sector 
selection, ensure employer assessed talent needs are clear, provide organizational support to 
targeted sectors, align education and training needs with sectors, align business services with 
sectors and plan for continuous improvement and sustainability.    

 
Goal 5 –Return on investment  
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Expected Outcomes – consensus around a set of key employer and workforce performance 
indicators, data-driven policy and investment decision-making, and a publicly accessible 
dashboard featuring levels of investment and results in terms of employer and workforce factors.   

 
Activities and Interim Outputs - ROI is a critical decision-making tool that maximizes the 
Commonwealth’s workforce, economic development and education investments. Given the 
wide range of stakeholders, it is critical that the ROI tools are developed with the input of these 
groups and with easy access to the latest available data presented in an understandable way, 
especially for industry partnerships, economic development partners and local and state 
workforce officials. To accomplish this, we will work closely with a former executive of Toyota 
Motor Manufacturing to adapt their private-sector model for performance measurement to 
analyze the impacts and outcomes of our investment in talent development, and responsiveness 
to the needs of existing and sector-based targets. 

 
TOYOTA Model for Measuring Performance 

 
This model looks at the overall vision of the organization and breaks it down into management 
areas, such as supply, demand and service delivery. We will also consider such areas as training 
and education, employer and economic development, and system simplification. These 
correspond to the state board’s goals of alignment, simplification and a customer-centric system. 
 
As a result of preliminary discussions with our KWIB private-sector members, we have 
identified specific management areas to target that may include sector-based training 
investment, understanding employer needs, workforce quality and system usage. We will work 
with stakeholders to determine key performance indicators that will be meaningful to all 
partners.  Using information gathered thorough focus groups, surveys and other methods, we 
will develop a relevant, user-friendly dashboard created by a well-respected professional 
consultant.  The hiring will be in accordance with state procurement procedures.  
 
The KEWDC and the KCED recognize that our systems are fragmented and ineffective in 
developing talent pipelines to meet the changing workforce demands of existing and prospective 
employers.  There is duplication fueled by a lack of communication and coordination.  To 
overcome these challenges, the cabinets must align policies, sector-driven strategies and 
resources.   We are committed to changing the culture of our system by rewriting the “DNA” of 
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how we do business in the state.   
 
Our determination to provide best-in-class service will challenge the beliefs, values, attitudes 
and behaviors that currently define our system.  This shift coupled with a culture of excellence 
will forge a sense of purpose and value for the unified system.  Our value will manifest itself 
through strategic planning and data-driven decision making; development of strong professional 
relationships; clearly defined roles and responsibilities; leveraging resources; and a seamless, 
solutions-based service delivery system.  Simply put, we must listen to our business customers 
and do what they want and need. 
 
The Commonwealth also has created a new brand with a promise to guide, empower and inspire 
our customers.  In order to accomplish this, we must not only find purpose and value in the work 
that we do, we must elevate the knowledge of our system and change its behavior.  Training our 
employees is essential to fulfilling the brand promise and cultivating a more empowered and 
agile workforce professional.  For example, our Business Service Teams are inconsistent 
throughout the state and do not have a full comprehension of the varying needs of business.  Our 
goal is to develop these teams to be solutions driven, and provide each team member with the 
tools to be successful.   
 
One of the greatest challenges we face in our state is creating a commitment to lifelong learning.  
The Commonwealth recognizes the need for an increase in skills and industry-recognized 
credentials within our current and emerging workforce.  By combining resources to identify and 
engage our job seeking customers, we can assess the skills needed to enter career pathways.  
This effort will result in an increase in skills coupled with industry-recognized credentials and 
lead to more career opportunities and sustainable wages, and ultimately help the state attract 
business through consistent development and understanding of our talent pipeline. 
 
Trusting relationships must be forged with internal and external stakeholders so that system 
partners at all levels are included in decision making.  In this new reality, stakeholders become 
stockholders and we evolve from multiple workforce, economic development and education 
systems to The Kentucky Solution, singularly focused on meeting our individual and employer 
customers’ needs.   

 
In addition to the training required to re-orient our business service teams around the state in 
order to fulfill this vision, the Commonwealth has also undertaken a number of training 
initiatives designed to change the culture of the workforce system in accordance with our vision 
of a simplified, customer-centric system. While these initiatives are described elsewhere in this 
plan, they are worth mentioning here and they include: 

 Workforce Academy Phases I & II, which trains all front line staff and managers of 
workforce and partner agencies in the new approach to meeting customer expectations 
and our responsibilities as workforce professionals. 

 Eligible Training List Provider Training – these will be focused on the new requirements 
to be put in place once the KWIB adopts new standards (anticipated November 2012). 

 Partner for Success – while this is not a training program in the traditional sense, this 
innovative approach to building better partnerships, sharing visions and best practices is 
immersed in a process of collaboration, team problem solving, development of 
ownership and empowerment. 
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E. State and Local Governance  
1. What are the organization, structure, and role/function of each state and local entity that will 

govern the activities of the Unified Plan?  
  

In answering this question, if the Unified Plan includes:  
  
a. WIA Title I and Wagner-Peyser Act and/or Veterans Programs:  

i.  Organization of state agencies:  
 

a Provide an organizational chart that delineates the relationship to the governor of the 
agencies involved in the workforce investment system, including education and 
economic development and the required and optional one-stop partner programs 
managed by each agency. 

 
The organizational chart that details the relationship of the Governor to those agencies engaged in 
the public workforce investment system can be found in Attachment D. 

 
b In a narrative describe how the agencies involved in the public workforce investment 

system interrelate on workforce and economic development issues and the respective 
lines of authority. 

 
The organizational chart (Attachment D) provides a visual depiction of the relationship between 
agencies engaged in the public workforce investment system.  Gov. Beshear is ensuring cross-
agency collaboration via Executive Order 2009-438 dated May 12, 2009.  The executive order 
provides for a coordinating council composed of the Governor and senior policy and 
administrative officers who will serve as the steering committee for the Workforce Investment 
Board as follows: 

 Governor or designee 

 Secretary of the Cabinet or designee 

 Chief of Staff to the Governor or designee 

 Secretary of Economic Development 

 Secretary of Education and Workforce Development 

 Secretary of Labor 

 Secretary of Tourism, Arts and Heritage Cabinet 

 Commissioner of Education 

 Commissioner of Workforce Investment 

 President of Kentucky Community and Technical College System 

 President of Council on Postsecondary Education 

 
An example of the cross-agency collaboration is the development process of the WORKSmart 
Kentucky plan. The executive director of the KWIB met with every member of the steering 
committee to generate ideas, the steering committee then coalesced around potential action steps 
to support the four goals identified earlier in this document set forth by the Governor. Those 
potential action steps were then brought forth through the committee process where priority action 
steps were identified and recommended to the full board. It is now the responsibility of the various 
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state government partners identified in each of the approved action steps and stakeholders to 
implement each action step. 

 
ii.  State Workforce Investment Board:   

 
a Describe the organization and structure of the state board. (§111.)  
 

The Executive Order establishing the board, states: 
 

I. The Membership of the Board shall be as follows: 

A. A Coordinating Council comprised of the Governor and senior policy and 
administrative officers who will serve as the steering committee for the Workforce 
Investment Board as follows: 

 Governor or designee 

 Secretary of the Cabinet or designee 

 Chief of Staff to the Governor or designee 

 Secretary of Economic Development 

 Secretary of Education and Workforce Development 

 Secretary of Labor 

 Secretary of Tourism and Heritage Cabinet 

 Commissioner of Education 

 Commissioner of Workforce Development 

 President of Kentucky Community and Technical College System 

 President of Council on Postsecondary Education 
 

B. Twenty one (21) additional members shall be appointed by the Governor.  Such 
members must (1) represent a business as a high-level executive such as an owner, 
CEO, or COO, of a company that represents the employment opportunities in the 
state, and (2) be appointed from among individuals nominated by a state business 
organization or trade association 

 
C. Two (2) chief elected officials representing municipalities and counties 
 
D. Two (2) representatives of labor organizations 
 
E. One (1) representative of individuals and organizations who has experience with 

respect to youth activities 
 
F. One (1) representative of individuals and organizations who has experience in the 

delivery of workforce investment activities 
 
G. The lead state agency official with responsibility for the programs and activities of 

the state one-stop delivery system 
 
H. Two (2) members of each chamber of the General Assembly 
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II. Members of the Board shall be initially appointed to serve staggered terms and thereafter 
for terms of four years 
 

III. The Board shall be attached to the Cabinet for Education and Workforce Development 
for administrative and staff purposes 

 
b Include a description of the process by which state and local boards were created.  

 

The state board was created in 1998 by appointment of Gov. Paul Patton. After nine 
years, with declining attendance, Gov. Steve Beshear dissolved the existing board in 
2009 and replaced it with 42 members with majority of private-sector representatives 
and secretaries of four cabinets and his Secretary of the Executive Cabinet. Meetings 
have since been held quarterly without fail and attendance has been consistently high. 
 

Local areas were designated by Gov. Patton and based, primarily on the boundaries 
of Area Development Districts which were established between 1966 and 1972 based 
on economic regions at the time. There are a few exceptions, for example in west 
Kentucky, two area development districts joined to form the West Kentucky 
Workforce Investment Area.  In the east, an existing Concentrated Employment 
Program was assigned the same region as its workforce investment area. There are 
other examples of minor difference, but for the most part, boundaries are based on 
economic data of the 1960s and 1970s. 
 

Local boards are appointed by the designated local elected official, which in most 
cases is the board of the area development district(s), which in turn comprises the 
county judge executive in each county. 

 

c Identify the organizations or entities represented on the state board.  If you are using 
an alternative entity which does not contain all the members required under section 
111(b)(1), describe how each of the entities required under this section will be 
involved in planning and implementing the state’s workforce investment system as 
envisioned in WIA.  How is the alternative entity achieving the state’s WIA goals?  
(§§111(a-c), 111(e), and 112(b)(1).)  

 
Adair, Benny     Allen, Kenneth 
Directing Business Representative   VP of Operations 
Machinist Union District 154   Armstrong Coal Company 
 
Beshear, Governor Steven L.   Brinly, Beth 
Governor      Commissioner 
Commonwealth of Kentucky   Dept. of Workforce Investment 
 
Brown, Mark     Christman, Rick 
Secretary      CEO 
Kentucky Labor Cabinet    Employment Solutions 
 
Clark, Larry      Cole, James 
Representative     Senior Advisor 
Kentucky General Assembly   The Cole Group 
 
Combs, Leslie      Flynn, Betsy 
Representative     President 
Kentucky General Assembly    Community Financial Services 
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Gannon, Oliver (Keith)    Gibson, Crystal 
CEO      VP of Public Affairs 
BONEAL, Inc.     Citi 

 
Grieshop, Joe     Hampton, Debra 
Judge Executive     Chief Nursing Officer 
Harlan County     University of Cincinnati Health 
 
Haydon, Hugh     Haydon, Mike 
CEO      Chief of Staff 
Kentucky BioProcessing, LLC   Office of the Governor 
 
Hayes, Larry     Higdon, Jimmy 
Secretary      Senator 
Cabinet for Economic Development   Kentucky General Assembly 
 
Higgins-Stinson, Sandra    Holliday, Terry 
Health Care Executive    Commissioner 
The Thomas Group     Ky. Department of Education 
 
Holmes, Edward     Huston, Kimberly 
President      President 
EHI Consultants     Nelson Co. Economic Development Agency 
 
Bischoff, Jeff     King, Robert 
Vice President     President 
Gray Construction     Council on Postsecondary Education 

 
Krase, Herbert     Lassiter, Mary 
Senior VP of Administration   Secretary of the Executive Cabinet 
Toyotetsu America, Inc.    Office of the Governor 
 
Volta, Tom      Marcum, Roger 
VP Human Resources    Executive Vice President 
UPS Worldport     St. Catharine College 
 
Margulis, Heidi     McCall, Michael 
Senior Vice President    President 
Humana, Inc.     Ky. Comm. & Technical College System 

 
McGaha, Vernie     Meyer, Joseph U. 
Senator      Secretary 
Kentucky General Assembly    Education & Workforce Dev. Cabinet 
 
Needham, Mark     Needham, Lara H. 
Base Realignment & Closure Advisor  Associate Director, School of Communication 
Office of the Governor    Bellarmine University     
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Nuckols, Kelly     Rhoads, Judith 
CEO/General Manager    President 
Jackson Purchase Energy Corp.   Madisonville Comm. & Technical College 
 
Pierce, Scott     Shurn, Kevin 
Superintendent     CEO 
Russell County Board of Education   Superior Maintenance Co. 
 
Smith, Daryl W.     Sparrow, Marcheta 
Project Manager Economic Development  Secretary 
LG&E and Kentucky Utilities   Tourism, Arts & Heritage Cabinet 
 
Whalen, Diane     Zawacki, Tom 
Mayor      General Manager-General Affairs 
City of Florence     Toyota Engineering & Manufacturing 

 
d Describe the process the state used to identify the state board members.  How did you select board 

members, including business representatives, who have optimum policy-making authority and 
who represent diverse regions of the state as required under WIA?  Describe how the board’s 
membership enables you to achieve the vision described above.  (20 CFR 661.200) 
 
Section 3 B of the Executive Order establishing the Board states: 
  
Twenty one (21) additional members shall be appointed by the Governor.  Such members must (1) 
represent a business as a high-level executive such as an owner, CEO, or COO, of a company that 
represents the employment opportunities in the state, and (2) be appointed from among 
individuals nominated by a state business organization or trade association. 
 
Due to resignations, retirements and job changes, it became necessary for the Governor to appoint 
new members to the board. The procedure included correspondence with the president of the 
Kentucky Chamber of Commerce for a nominee to replace a business at large member, the 
executive director of the of the Kentucky Association of Counties for a nominee to replace a 
county judge-executive representative, and the executive director of the Kentucky Association of 
Manufacturers for a replacement of a manufacturing sector representative.  

 
The diverse representation of the board’s membership enriched the strategic planning process and 
yielded a more robust and workable document because there was a variety of perspectives, ideas 
and solutions at meetings and planning activities. 
 
Their dialogue generated out-of-the-box solutions because they represented a wide variety of 
disciplines and expertise, and they actively discussed issues and concepts. 
 
An example of how the KWIB takes advantage of this diversity can be found in the makeup of 
steering committees who oversee the implementation of projects identified by the strategic plan. 
Members of the board understand the importance of bringing the right expertise to the table and 
have used their influence to encourage stakeholders and subject matter experts not on the board to 
serve on these steering committees. 
 



75 
 

The committee overseeing the rebranding of the workforce system includes economic 
development, corporate, local workforce board, partner agencies, marketing and cabinet 
leadership, in addition to the members of the KWIB.   

 
e Describe how the board carries out its functions as required in section 111(d) and 20 

CFR 661.205.  Include functions the board has assumed that are in addition to those 
required.  Identify any functions required in section 111(d) the board does not 
perform and explain why.  
 

Section 2 of the Executive Order establishing the new board states: 
 
The duties of the Board shall include assisting the Governor in complying with the provisions and 
requirements of the Workforce Investment Act of 1998 pursuant to 29 U.S.C. 2822 and any and all 
other duties and functions pursuant to 29 U.S.C. 2821 and 29 U.S.C. 2822 and to assist the 
Governor in developing and implementing the state Perkins Plan set forth in 20 U.S.C. 2341 and 
20 U.S.C. 2342. 
 
The responsibilities described in section 111 (d) and 20 CFR 661.205 and the manners in which 
they carry them out include: 

The State Board must assist the Governor in the:  

 Development of the State Plan 
 

The KWIB spent nearly one year developing a strategic plan that engaged the business 
community, partner agencies, customers and other stakeholders to identify ways to transform the 
state’s workforce system. That plan is the foundation for this DOL-required document. According 
to KEWDC Secretary Joseph U. Meyer, implementation of the strategic plan is the work plan for 
the cabinet. 
 

 Development and continuous improvement of a statewide system of activities that 
are funded under subtitle B of title I of Workforce Investment Act, or carried out 
through the one-stop delivery system, including  

 Development of linkages in order to assure coordination and non-duplication 
among the programs and activities carried out by one-stop partners, including, as 
necessary, addressing any impasse situations in the development of the local 
Memorandum of Understanding; and  

 Review of local plans 

  
All of the projects proposed and being championed and monitored by the KWIB are designed to 
continuously improve the system. The board has specifically established and is currently 
overseeing the development of a one-stop Certification Policy Framework to assure coordination 
of resources and seamless customer service. Board staff members who have expertise in planning 
have been directed to review and recommend improvements to the instructions to develop local 
plans so that they will be meaningful to private sector members of local boards and not serve as 
compliance documents for state agencies. 
 

 Commenting at least once annually on the measures taken under section 
113(b)(14) of the Carl D. Perkins Vocational and Technical Education Act 

 

The KWIB requests an annual presentation about the Perkins Act implementation in the state and 
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serves as the responsible party for approving the plan at the state level. A presentation by John 
Marks of OCTE at the November 2010 meeting generated a dialogue regarding how funds are 
distributed. That continues to engage board members. 

 

 Designation of LWIAs 
 

Designation of the LWIAs was made in 1998 and no changes to those designations were proposed 
in the new strategic plan. The board did support the continued federal designation of the Eastern 
Kentucky Concentrated Employment Program at its Aug. 2010 meeting. 
 

 Development of allocation formulas for the distribution of funds for adult 
employment and training activities and youth activities to local areas, as 
permitted under WIA sections 128(b)(3)(B) and 133(b)(3)(B) 

 

Allocation formulas were established by the previous board. No changes to these formulas were 
requested or proposed in the new plan. 
 

 Development and continuous improvement of comprehensive state performance 
measures, including state adjusted levels of performance, to assess the 
effectiveness of the workforce investment activities in the state, as required under 
Workforce Investment Act section 136(b) 

 

As stated in the executive order, the KWIB is attached to the KEWDC for administrative and 
staffing purposes. OET, within the cabinet, is the designated agency charged with negotiations for 
local performance and state performance measures and reports regularly to the board as to the 
achievement or lack of achievement of those standards. 
 

 Preparation of the annual report to the Secretary described in Workforce 
Investment Act section 136(d) 

 

At one of its regular meetings, the KWIB reviews and approves the annual report prepared by 
OET. Members are encouraged to comment and offer recommendations for useful content in 
addition to that required for compliance with federal agency regulations. 
 

 Development of the statewide employment statistics system described in section 
15(e) of the Wagner-Peyser Act 

 

The board annually reviews the work of the OET Research and Statistics Branch as well as its 
annual request for federal funding. 
 

 Development of an application for an incentive grant under Workforce 
Investment Act section 503. (WIA sec. 111(d).) 

 

This application is developed within the cabinet. In the past the board has reviewed and approved 
this application before it is submitted. 
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f      How will the state board ensure that the public (including people with disabilities) 
has access to Board meetings and information regarding State Board activities, 
including membership and meeting minutes?  (20 CFR 661.207).) 

 
All KWIB and its committees’ meeting locations are held in either state owned or operated 
Americans with Disabilities Act compliant facilities or facilities which meet the same standards 
belonging to partner agencies, private sector members or others.  The KWIB is represented on 
both the Kentucky Assistive Technology Services Network and the Statewide Council on 
Vocational Rehabilitation. 
 
Applications for membership on the KWIB are available through the Governor’s Office of Boards 
and Commissions. KWIB staff also maintains current copies of the required forms and provides 
them upon request. The cabinet is home to the OVR, OFB and the Kentucky Commission on the 
Deaf and Hard of Hearing which serve as advisors in the event special arrangements are required 
to meet the needs of members and their guests at meetings or other functions. 
 
Minutes of board meetings are posted on the board’s website after they are approved. Committee 
notes are available upon request. 

 
g Identify the circumstances which constitute a conflict of interest for any state or 

LWIB member or the entity that s/he represents, and any matter that would provide a 
financial benefit to that member or his or her immediate family.  (§§111(f), 
112(b)(13), and 117(g).)  

 
On May 27, 2008, Gov. Beshear issued Executive Order 2008-454, amended by Executive Order 
2009-882, establishing certain ethical standards for members of policy making and regulatory 
boards and commissions.  These standards were issued to ensure that board and commission 
members who serve in the public sector are accountable to the people of the Commonwealth.  The 
ethical guidelines in the executive order do not subject board and commission members to all 
provisions of the Executive Branch Code of Ethics contained in KRS Chapter 11A.  The ethical 
standards that do apply to board and commission members specifically relate to the prohibition 
against self dealing, the obligation to disclose in writing or in the minutes of a meeting a direct or 
indirect interest, and gift acceptance provisions. 
 
Section VI of the board’s adopted Statement of Executive Authority and Rules of Procedure 
states: 
 
A member of the KWIB may not vote on a matter under consideration by the Board:  regarding 
the provision of services by such member (or by an entity that such member represents) or that 
would provide direct financial benefit to such member or the immediate family of such member. A 
member of the Board may not engage in any other activity determined by the Governor to 
constitute a conflict of interest as specified in the State Plan.  

 
h What resources does the state provide the board to carry out its functions, e.g., staff, 

funding, etc.?  
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As stated in the executive order establishing the new KWIB, the board is attached to the KEWDC 
for administrative and staffing purposes. In keeping with this directive, the cabinet provides the 
board with an executive director and administrative assistant. Office space, equipment, supplies 
and resources necessary to carry out the administrative functions of the board (including 
memberships, travel, professional development, etc.) are provided. 

 
iii. What is the structure/process for the state agencies and state board to collaborate and 

communicate with each other and with the local workforce investment system 
(§112(b)(8)(A).):   

 
a Describe the steps the state will take to improve operational collaboration of the 

workforce investment activities and other related activities and programs outlined in 
section 112(b)(8)(A), at both the state and local level (e.g., joint activities, 
memoranda of understanding, planned mergers, coordinated policies, etc.).  How will 
the state board and agencies eliminate any existing state-level barriers to 
coordination?  (§§111(d)(2) and 112(b)(8)(A).)  

 
As identified in the organizational chart referenced in E.1.a.i.a, the KEWDC includes the DWI 
composed of the OVR, OFB, OCTE and OET. OET administers the following activities 
authorized under Section 112(b)(8)(A).  Integrating components of the Trade Act program with 
the WIA dislocated worker program further enhances operational collaboration of workforce 
investment activities. By housing education and other training initiatives, duplication of services is 
reduced. A focus on re-employment services is facilitated by Unemployment Insurance, Wagner-
Peyser and WIA services in OET. 
 
The configuration of the KWIB also encourages collaboration among state and local public and 
private entities through state board membership and through the state board’s committee structure 
by ensuring, in addition to WIA requirements, broad geographic representation. Board members 
also are encouraged to be engaged in their community workforce investment activities. 
Attendance at and participation in state board committee meeting discussions by LWIB members, 
local business leaders, local and state partner representatives, and other workforce stakeholders 
are encouraged. Information about meeting dates and locations is made available to local board 
staff and members, as well as to the general public and business community through state meeting 
notification procedures and the state board’s website. Further, the KWIB chair meets with local 
board chairs to discuss local board concerns and how the state board can support and enhance 
their activities.  
 
The WORKSmart Kentucky plan laid out the foundation to improve operational collaboration at 
both the state and local levels. The Partner for Success action step provided the policy framework 
for operational efficiencies and effectiveness. Institutes were held for all partners to reflect best 
practices that support the collaborative system vision.  Individual one-stops developed a strategic 
plan for implementing the new vision.  The new vision is supported by state-level joint policy, and 
local technical support through the Workforce Development Academy, one-stop Certification 
process and High Performing WIBs initiatives. 
 
Other initiatives that support collaborative policy and operations include Sector Strategies, 
Branding and Identity, Apprenticeships, Business Services Redesign, Economic Development 
Academy, Case Management and Unemployment Insurance Customer Service Plan. 
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b Describe the lines of communication established by the governor to ensure open and 
effective sharing of information among the state agencies responsible for 
implementing the vision for the workforce system and between the state agencies and 
the state workforce investment board. 

 
Open lines of communication are maintained through the Governor’s Executive Cabinet. The 
Executive Cabinet is composed of secretaries from the following cabinets: Economic 
Development; Energy and Environment; Public Protection; Finance and Administration; Health 
and Family Services; Justice and Public Safety; Labor; Personnel; Transportation; Tourism, Arts 
and Heritage; and Education and Workforce Development. Top level input into the policy 
discussions impacting workforce investment activities is guaranteed by having top state political 
leaders who are responsible for implementation of the Workforce Investment Act serving on the 
Governor’s Executive Cabinet. Here leaders from different cabinets discuss policies and issues 
impacting multiple cabinets. This is in addition to the steering committee established under the 
KWIB that ensures ongoing policy and operational discussions. The outcome of these discussions 
is shared by each cabinet secretary with departmental commissioners within that cabinet.  
 
At this second level of state government administration, multiple workforce investment-related 
agencies are grouped in the KEWDC, adding another opportunity for administrative review and 
interaction. Within this cabinet, the commissioner for DWI meets with the executive directors of 
the various offices within the department, specifically OET, OFB, OVR and OCTE to discuss 
workforce investment-related issues and concerns.  
 
Within OET, the executive director meets with the directors of the Division of Workforce and 
Employment Services and the Division of Unemployment Insurance regarding workforce 
investment. In addition, KWIB membership as restructured by Gov. Beshear is represented by 
individuals having knowledge and expertise in the area of workforce investment. The cabinet’s 
appointees and the Governor’s representative on the KWIB ensure open and effective sharing of 
information regarding workforce activities. These appointments provide another opportunity for 
policy input and communication about WIA-related issues and concerns.  The KWIB continues to 
partner with the KCED, KYAE, Council on Postsecondary Education (CPE), KCTCS, Kentucky 
Chamber of Commerce and many other state and local agencies.  These partners have played a 
vital role in the development and implementation of the KWIB’s strategic plan. 
 
The KWIB also will continue to assist and collaborate with LWIBs through staff attendance at 
local board and directors meetings, enabling quality and continuous improvement at the local 
level. The KWIB continues to encourage a systemic approach through a coordinated and 
interactive process involving the LWIBs, as well as the structure developed to support the 
implementation of the WORKSmart Kentucky plan. Each strategic action item has a KWIB 
member champion, an interagency steering committee including LWIB representation and other 
stakeholder groups, a project leader and an accountability mechanism. 

 
c Describe the lines of communication and mechanisms established by the governor to 

ensure timely and effective sharing of information between the state agencies/state 
board and LWIAs and local boards.  Include types of regularly issued guidance and 
how Federal guidance is disseminated to local boards and one-stop career centers.  
(§112(b)(1).)  

 
OET administers Title I of the Workforce Investment Act and the Trade Act; thereby providing 
information, guidance, and action memoranda. These memoranda are issued in written and 
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electronic formats. Federal guidance issuances are disseminated in written and electronic formats 
as well. OET is in the midst of reviewing policy guidance, and revising and updating them as 
necessary. 
 
The KWIB instituted LWIB presentations at state board meetings to highlight local innovative 
practices like the Eastern Kentucky Employer Network. The secretary of the KEWDC and the 
commissioner of the DWI have developed a strong working relationship with the Area 
Development Districts (ADD) Council. One institutional communication mechanism is regular 
meetings with the Workforce Development Subcommittee of the ADD Council to ensure clear 
communication about workforce priorities at both the regional and state levels. The KWIB 
website has also become a viable means of communication as exemplified by the monthly posting 
of WORKSmart Kentucky strategic plan Implementation Status Report. 
 
KWIB staff, DWI leadership and OET staff regularly attend and present at the LWIB monthly 
meetings. This facilitates healthy two-way communication from the local to the state level and 
vice versa. This is an opportunity to share state policies and initiatives and regional strategies and 
challenges. Finally, the LWIB chairs are invited to attend KWIB executive committee meetings. 
 
All the aforementioned meetings are open to the public. Information is disseminated by electronic 
format.  

 
iv.  Describe any cross-cutting organizations or bodies at the state level designed to guide and 

inform an integrated vision for serving youth in the state within the context of workforce 
investment, social services, juvenile justice, and education.  Describe the membership of such 
bodies and the functions and responsibilities in establishing priorities and services for youth?  
How is the state promoting a collaborative cross-agency approach for both policy 
development and service delivery at the local level for youth?  (§112(b)(18)(A).) 

 
There are a number of ongoing collaborative and cross-agency efforts to support an integrated 
vision for serving the Commonwealth’s youth as outlined below. 
 
The Governor’s Re-entry Task Force was established to research best practices in innovative drug 
treatment, causes of recidivism, and methods to improve education and vocational training while 
incarcerated. The Governor’s goal is to reduce the recidivism rate by 50 percent over a five-year 
period.   
 
The TEK Task Force studied efforts already underway in the Commonwealth to improve student 
achievement. Meetings have focused on improving college and career readiness, providing every 
student with the opportunity to earn college credit during high school, assessments that measure 
what employers value and making high school more relevant, expanding the use of technology for 
learning, improving teacher recruitment and retention, boosting academics in career and technical 
education and improving transitions between preschool and K-12. In February 2011, the group 
released its recommendations to channel all of these efforts into an integrated and comprehensive 
system of education in the Commonwealth.  Recommendations are being reviewed and 
implemented. 
 
The Kentucky P-20 Data Collaborative is a joint effort of the Kentucky Department of Education 
(KDE), the Council on Postsecondary Education (CPE), the Education Professional Standards 
Board (EPSB), and the KEWDC to create a system that securely links data together from early 
childhood, K-12, postsecondary, teacher licensure and preparation and other sources that allows 
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the state to develop a broader understanding about the educational process as a seamless system. 
 

Graduate Kentucky is focused on increasing the Commonwealth’s high school graduation rate. 
First Lady Jane Beshear initiated this effort to raise awareness and consolidate efforts to improve 
education opportunities in the Commonwealth. Since 2009, a statewide summit and regional 
summits were held to focus on the issues surrounding graduation rates and develop community-
centered action plans to tackle the dropout crisis.   
 
Kentucky Core Academic Standards are designed to improve college and career readiness by 
creating a system of assessments that measure what employers value.  Specifically, Senate Bill 1 
(2009) requires new statewide academic standards, student assessments and accountability for 
schools and districts. The Commonwealth participated with 47 other states and territories to create 
new, higher and clearer standards for math and English/language arts that were shared with 
teachers and parents in 2010‐2011 and assessed in the classrooms in 2011‐2012. Science and 
social studies standards are under development, as are program reviews to assess non‐tested 
subjects. 
 
The Unified Strategy for College and Career Readiness has been developed to improve college 
and career readiness and ramp up academics in secondary career and technical schools. CPE and 
KDE developed a joint plan to increase the number of high school graduates who meet college 
and career readiness standards, and to increase the number of college students who receive a 
bachelor’s degree. Key strategies include advanced learning opportunities for high school students 
ready for college work, transition courses for high school students not ready for postsecondary 
classes, college and career readiness advising as well as student support and interventions for 
at‐risk college students. 
 
Partnership for Next Generation Learning is delving into using technology to improve teaching 
and learning. The Commonwealth has joined five other states and the Council of Chief State 
School Officers in a network to find new ways of learning, including world‐class knowledge and 
skills, personalized learning, authentic student voice, performance‐based learning, comprehensive 
systems of supports and anytime/everywhere opportunities. Universities are partnering to create 
Innovation Labs focused on specific issues such as motivation and learning, digital game‐based 
learning, civic engagement and global issues. 
 
Early college/dual credit is about providing every student with the opportunity to earn college 
credit during high school. The OCTE and KCTCS conducted Close the Deal sessions educating 
students and parents about how dual credit can assist in the completion of an industry certificate or 
degree in the community college system. In addition, three community colleges in the 
Commonwealth have partnered with their local school districts to offer a “middle college” 
program where students may take their final two years of high school courses on a participating 
college campus and simultaneously take college courses. In other districts, students spend part of 
their day on a participating college campus and part of the day in their home high school. Policies 
and funding are needed to make this opportunity available to all Commonwealth students. 
 
Additionally, the KWIB has established and is promoting the following initiatives. 
 
GED Express will provide a compact service delivery opportunity for youth, adults and dislocated 
workers.  This will create opportunity for dislocated workers or other unemployed or under-
employed individuals without a high school diploma to complete their GED in a compressed four-
week regimen.  A “boot-camp” setting will leverage resources such as state parks and universities 
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to provide overnight accommodations.  Career exploration opportunities will be incorporated.  
System partners will also engage students in of an orientation that will highlight and outline the 
benefits of being active in the workforce system. 

 
High School Outreach will encourage LWIBs to develop strong working relationships with 
middle and high schools in their regions.  These relationships will be based on the one-stop 
career centers’ capability to deliver assessment and career exploration services, and the direct 
linkages to the local business community these boards can provide.  Based on strengthened 
relationships, LWIBs should position themselves as expert problem solvers by targeting 
services to youth identified by the schools as at-risk of dropping out. 
 

Tech-High: Much like many of our one-stop career centers that suffer from an outdated 
identity of “unemployment offices,” the Commonwealth’s secondary technology centers also 
suffer from an outdated identity as the place to send the “undesirable” or “not-college-
material” students.  In order to shift the image, meaningful relationships with Kentucky high 
schools and area technology centers around career development must be established and 
nurtured.  Providing career counselors in all area technology centers, as well as those technical 
education facilities operated by local school boards, should be an area of focus for promoting 
relevant career pathways. It is being proposed that full-time counselors be hired for 54 area 
technology centers. 

 
The forthcoming recommendations and strategies from these various initiatives and task forces 
will continue to focus youth service strategies and Statewide Reserve investments on serving 
youth in the Commonwealth. 
 
v.   Describe major state policies and requirements that have been established to direct and support 

the development of a statewide workforce investment system not described elsewhere in this 
plan as outlined below.  (§112(b)(2).)   

 
a What state policies and systems are in place or planned to support common data 

collection and reporting processes, information management, integrated service 
delivery, and performance management?  (§§111(d)(2) and 112(b)(8)(B).)  
 

The Commonwealth utilizes the Employ Kentucky Operating System (EKOS) as the 
primary workforce case management information system for common measures 
performance management and reporting. EKOS is part of the America’s one-stop 
Operating System (AOSOS) consortium.  All 10 LWIBs use EKOS as their WIA, 
Wagner-Peyser, Veterans Employment and Training Services (VETS) and Trade 
common data collection and case management system. The system is also the primary 
tool used by OET to perform job matching services.    
 
Policies and guidelines are issued through OET regarding data entry, reporting and 
timelines. Basic and advanced data entry and program-specific training is provided to all 
OET, WIA, VET and Trade staff. The system provides a single common data collection 
and reporting process that facilitates seamless integrated service delivery and 
performance management. 
 
In addition, we are collaborating with the Kentucky P-20 Data Collaborative to provide 
unemployment data that will allow for the production of longitudinal reports and 
incorporating the Council on Postsecondary Education (CPE), and the Kentucky 
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Department of Education (KDE). 
 
The KWIB initiative, User-Friendly OnLine Services, overhauled the Commonwealth’s 
workforce development online service delivery by improving and expanding web-based 
tools and services.  Focus/Career technology replaces the EKOS self-registration system 
and was deployed in 2011.  It offers a multi-formatted resume builder, provides e-mail 
job alerts, automatically matches resumes to jobs and ranks matches using an artificial 
intelligence program. Statewide training was provided and will be ongoing for new staff. 
 
The Focus/Talent technology for employers replaced the e3 employer module.  It creates 
a more employer-friendly job posting mechanism, provides e-mail resume alerts, matches 
jobs to resumes automatically and ranks matches using an artificial intelligence program.   
 
OET staff generates quarterly performance reports for WIA, Wagner-Peyser, VETS and 
Trade programs. Performance outcomes are reviewed quarterly for all programs and 
technical assistance is offered to local areas as needed.   
 
State and local WIA staff received training and is producing ad hoc reports using 
Business Objects which allow real-time reporting and results.  Quarterly performance 
reports and program outcomes will be monitored and technical assistance will be 
provided as needed. 
Case Management, one of the KWIB’s action steps is detailed in its strategic plan, 
WORKSmart Kentucky.  This element will be part of the branding architecture for the 
Commonwealth’s workforce system. It is envisioned that case management staff will be 
trained and, possibly credentialed. This will provide a level of service across the system.  
 
Kentucky’s Eligible Training Provider List will receive enhancement per a KWIB 
directed initiative.  This overhaul of processes and eligibility criteria will reinforce 
priorities around high demand occupations, sustainable wages and career ladder goals. 
  
The Commonwealth’s workforce system is currently undergoing a comprehensive 
rebranding initiative to address the architecture of the entire system, including one-stops, 
online services, and other public interfaces.  The current identity of the Commonwealth’s 
workforce system consists of an alphabet soup of acronyms for agencies and programs 
which have little or no meaning to the customers it serves. This effort will help unify and 
identify statewide one-stop career centers. 

 
b What state policies are in place that promote efficient use of administrative resources 

such as requiring more co-location and fewer affiliate sites in local one-stop systems 
to eliminate duplicative facility and operational costs or to require a single 
administrative structure at the local level to support local boards and to be the fiscal 
agent for WIA funds to avoid duplicative administrative costs that could otherwise be 
used for service delivery and training?  Include any specific administrative cost 
controls, plans, reductions, and targets for reductions, if the state has established 
them. (§§111(d)(2) and 112(b)(8)(A).)  

 
The Commonwealth’s LWIAs are geographically and demographically diverse. Through 
technical assistance and guidance, state staff works with local boards and staff on the 
development and use of memoranda of understanding as well as on the cost 
allocation/resource sharing agreement that promotes efficient use of administrative 
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resources and the elimination of duplicative facility and operational costs. 
 

To promote the most efficient use of administrative resources in the local one-stop 
systems across the 10 regional workforce areas, the OET hired 10 regional managers to 
coordinate job seeker and employer services in their respective regions. Regular meetings 
are conducted with the WIA directors and other partner leadership to discuss functional 
alignment. This strategy aligns staff and services with employment and training functions 
rather than providing services through silo funding streams. Each OET regional manager 
serves on and provides input to the LWIB. Through partner collaboration, decisions are 
made in each region that will best meet the needs of the workforce customer. Decisions 
such as hours of operation and design of facilities are determined through partnership 
agreements. 
 
Another important cost effective measure is the EKOS integrated data system that allows 
the Commonwealth to coordinate services tracking more efficiently and workforce 
programs to share accountability for performance reporting.  
 
As the Commonwealth moves forward with its one-stop renovation plan as well as 
assessing and evaluating career centers in state-owned or state-leased facilities, the 
Commonwealth is focusing on accommodating integrated services and placing co-
location and shared common facilities at the forefront of all construction and retrofit 
decisions. By capitalizing on the strengths of staff, location and technologies, duplication 
and costs across programs will be reduced. 

 
In order to ensure the highest possible return on investment, job seekers and employers 
utilizing the one-stop system must be provided with consistent professional services and 
exceptional benefits. Through the one-stop Certification initiative, the board will 
establish a policy framework to serve as the baseline standard of a one-stop career center 
in the Commonwealth workforce system. Local areas will benefit by having a clear 
policy framework to guide its improvements as well as those of partner agencies. These 
new standards will provide local operators with opportunities for collaboration and a 
basis for helping achieve equity in the distribution of responsibility for the success of the 
one-stop system. 

 
Through the KWIB Workforce Academy initiative, the Commonwealth expects to 
achieve system-wide consistency in the approach to customer service through a training 
program provided to all service delivery staff. As part of the workforce academy model, a 
collaborative case management approach with an emphasis on providing timely and 
accurate workforce intelligence to our employer and education partners, as well as job 
seekers is seen as critical. Upon completion of the cross-training and workforce system 
training, the Commonwealth projects resources will be saved through workforce system 
service integration and provide the ability to offer expanded customer service.   

 
A key KWIB initiative, Partner for Success, established an Achieving Success Together 
team to identify areas of common and complementary services. Composed of workforce 
system partners, the team explored ways to increase efficiency and effectiveness by 
simplifying service delivery driven by the employer customer’s and the individual 
consumer’s view. Results of this initiative are moving the Commonwealth from a 
confederated set of agencies to a unified system focused on investment in workforce. It is 
streamlining service delivery to employer and individual customers, leveraging resources 
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and sharing credit for outcomes. It also provides opportunities for workforce system staff 
to take ownership in the vision, direction and return on investment.  

 
As previously referenced, the User-Friendly Services KWIB initiative will promote 
efficient use of administrative resources and eliminate duplicative operational costs by 
providing local workforce staff with better tools and services to offer employers and job 
seekers. Time spent completing manual tasks can be freed up to focus on customers and 
their actual needs. More automation in the system should result in shorter lines and wait 
times in one-stop career centers by making many applications available to customers 
online. 

 
Kentucky’s Business Services Teams, composed of multi-agency representatives from 
workforce and economic development are developing strategic and sustainability plans to 
implement an aggressive statewide effort.  Meetings are regular and ongoing and rollout 
is expected in late 2012. 
 
c What state policies are in place to promote universal access and consistency of 

service statewide?  (§112(b)(2).)  
 

Each area has a unique set of economic and workforce needs that often requires 
customized programs. Efforts to provide consistent services while retaining local 
flexibility are ongoing. However, the Commonwealth is pursuing initiatives that promote 
universal access and consistency in services provided through the one-stop career centers.  

 
The Branding and Identity KWIB initiative is key to promoting universal access and the 
one-stop Certification implementation is critical to consistency of services statewide.   
The Commonwealth issued a request for proposal in 2010 to initiate both of these 
essential initiatives. Nationally recognized and respected consultants were hired to 
implement both endeavors. Milestones have been reached and progress continues. 
 
The comprehensive rebranding initiative will address the architecture of the entire 
workforce system including one-stops, online services, and other public interfaces to 
maximize the Commonwealth’s investments in the workforce. Currently, the 
Commonwealth’s workforce system has a variety of names for the one-stop career 
centers across the state. Although LWIAs have a local brand, there is not an umbrella 
designation for the Commonwealth’s workforce system. This has been very confusing to 
potential customers, both employers and job seekers.   

 
Through the Branding and Identity Initiative, the Commonwealth will establish a 
foundation for improving: 

 quality of customer service, 
 user-friendly tools, 
 standard menu of services, and 
 consistent case management. 

 
The Commonwealth plans to upgrade one-stop facilities to ensure businesses and job 
seekers feel comfortable conducting business in the centers and realize the value of the 
services they provide. 
 
One-stop customers will benefit from a user-friendly system that provides excellent 



86 
 

services, is easy to identify and dependable. Attracting new or return business customers 
will benefit those seeking jobs and new opportunities. Local boards will benefit by 
becoming part of a larger effort to unify the system, increase awareness and expand the 
customer base through statewide promotional activities. 
 
The one-stop Certification Policy has been implemented to ensure the highest possible 
return on investment for a common branding identity and provide customers with a 
baseline level of consistent services across the state. While each local area will address its 
regional trade and industry needs, customers should be able to rely on certain standards in 
terms of graphic identity, menu of services, convenience of location, customer service 
and quality facilities. The one-stop Certification Policy develops benchmarks and 
baseline standards for consistency within the system which includes physical, program 
and customer service. 

 
Consistency of service is also achieved by providing a consistent message to the local 
workforce system staff regarding expected levels of performance, service delivery and 
service quality. Through the Workforce Academy KWIB initiative, the Commonwealth 
developed a training program and provided guidance and instruction to all service 
delivery staff to achieve system-wide consistency in the approach to customer service. In 
addition to customer service training, opportunities for training in the following areas are 
also recommended: 

 workforce system orientation, 
 workforce programs, 
 management, 
 media relations, 
 case management, 
 career counseling, and  
 partner cross-training as appropriate. 

 
d What policies support a demand-driven approach to workforce development, such as 

training on the economy and labor market data for local board and one-stop career 
center staff?  (§§112(b)(4) and 112)(b)(17)(A)(iv).) 

 
OET’s Research and Statistics Branch is the source for the Commonwealth’s Labor 
Market Information (www.workforcekentucky.ky.gov).  The online Workforce Kentucky 
site is designed to serve employers, job seekers, students, counselors, educators and 
training providers. It is the largest source of labor market data in the Commonwealth. 
LWIBs utilize the website for strategic planning and operations. In addition to providing 
presentations and information to LWIBs, Research and Statistics staff addresses 
workforce, education and economic personnel, providing them with tools of reference in 
areas of occupational skills, projected and occupational growth, training providers and 
training programs. 
 
The Research and Statistics Branch provides a newsletter to more than 700 users each 
month, including OET and WIA staff. The newsletter contains economic highlights such 
as total employment and unemployment, industry payroll employment, hours and 
earnings data for selected industries, Metropolitan Statistical Area (MSA) employment, 
consumer price index (CPI), unemployment insurance data, and WIA unemployment 
rates. 
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In today’s economic times, businesses are looking closely at the supply of skilled workers 
and the educational institutions that can provide the industry-relevant skills they need to 
grow.  The KWIB Sector Strategies initiative helped develop state and regional, 
employer-driven partnerships of industry, education and training, and other stakeholders 
focusing on the workforce needs of key industries. The partnerships coordinate 
information and resources to develop and implement effective, coordinated responses to 
workforce challenges that are common across industries.  
 
A statewide institute was conducted in spring 2011 to, among other objectives, educate 
leaders and managers about sectors and how to implement sector-based strategies 
regionally and locally. 

  
In line with the Sector Strategies initiative, the Commonwealth is in the process of 
overhauling the Eligible Trainer Provider List (ETPL) process and eligibility  
criteria to reinforce priorities around high-demand occupations (as identified in the Sector 
Strategies initiative), sustainable wages and career ladder goals. The enhancements to the 
ETPL process will ensure the training dollars provided meet the needs of business and 
industry, provide a livable wage for workers and support the regional and state economy. 
 
Interest and focus on sector strategies continues with the Industry Partnerships grant 
opportunities.  Grants range from $5,000-$65,000.  First year grants were awarded in the 
amount of almost $200,000 to three industry-led, sector-focused partnerships.  The 
second round of awards totaling more than $300,000 went to an additional five industries 
across the Commonwealth as announced by Gov. Beshear on July 3, 2012.   
 
“These grants continue our commitment to strengthen industry partnerships, build job 
skills and grow the state’s economy,” said Gov. Beshear. “These projects are a win for 
workers, employers, the region and the state.”   
 
The long-term goal of industry partnerships is to create an infrastructure that will provide 
employer-led training and education that enhances the skills of incumbent workers and 
develops career pathways for the emerging workforce.  The state is currently preparing 
for a third round of Industry Partnership grants.  

 
Labor market information will be one of the key components in the KWIB Business 
Services Redesign initiative. The Commonwealth is moving from a fundamental level to 
an enhanced level of performance at both the state and local levels. The intent is to 
broaden the portfolio of services offered to the business community as well as foster a 
deeper relationship between business development and workforce development 
professionals. The objective is to maximize the Commonwealth’s Business Services 
resources aligning them with economic development goals resulting in a more proactive 
systemic approach compared to the current reactive response to business closings and 
layoffs. 

 
The Economic Development Academy KWIB initiative is currently being 
revisited/retooled based on the KCED strategic plan.  

 
The Career Pathways Technical Assistance project the Commonwealth received, funded 
by the US Department of Labor, provided valuable insights on Pathways within specific 
sectors of employment.  This project was implemented in Green River LWIA and Barren 
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River LWIA and focused on the healthcare industry.  This project promoted coordination 
and collaboration of services as well as, vitally engaging the business community to share 
in resources and the development of a talent pipeline to continually feed this targeted 
industry.  The opportunity to create the avenue for individuals to earn a sustainable wage, 
while at the same time meeting employer demand in a solution based approach has 
energized these two regions. 

 
Another valuable tool that supports the Commonwealth’s demand-driven approach is the 
extensive use of the NCRC by increasing awareness of educational and skills 
requirements for high-demand jobs.  The NCRC is an assessment and credential tool used 
to document a job seeker’s aptitude in three major areas of understanding:  Applied 
Mathematics, Locating Information, and Reading for Information.  The NCRC directly 
addresses the needs of today’s workforce as well as that of the employer and trade and 
labor organizations.   Today’s businesses need a well-educated, skilled workforce to meet 
the challenges industries are facing in the enormous global economy.  Individuals 
possessing an NCRC can provide potential employers with an assessment of their basic 
skills in math, English and locating information.  
 
Additionally, the Commonwealth received a State Energy Sector Partnership and 
Training Grant, funded by the Recovery Act.  Funds were awarded to the West Kentucky 
Workforce Investment Board (chemical engineering and journeyman plumbers, 
pipefitters and teamfitters) and the Cumberlands Workforce Investment Board (Smart 
Grid AMI Hardware and Software certifications and BPI Energy Auditor certification).  
This grant is designed to teach workers the skills required in emerging industries, 
including energy efficiency and renewable energy. These grants are designed to achieve 
the following goals: 
 create an integrated system of education, training and supportive services that 

promotes skill attainment and career pathway development for low-income, low- 
skilled workers leading to employment in green industries,  

 support states in implementing a statewide energy sector strategy including 
governors' overall workforce visions, state energy policies and training activities that 
lead to employment in targeted industry sectors, 

 build and strengthen partnerships dedicated to creating a skilled clean-energy 
workforce, and 

 develop new partnerships with other agencies receiving Recovery Act funds to 
support strategic planning and implementation efforts. 

 
e What policies are in place to ensure that the resources available through the Federal 

and/or state Registered Apprenticeship programs, the Job Corps and SCSEP are fully 
integrated with the state’s one-stop delivery system?  (§§112)(b)(17)(A)(iv) and 
(b)(18)(C).) 
 
The state does not have policies regarding the integration of apprenticeship programs 
and Job Corps within the state’s one-stop delivery system. However, to ensure that 
every customer has access to the full array of services, these programs are 
incorporated through LWIA policies. Materials regarding registered apprenticeships 
and Job Corps are available in the one-stop career center resource areas. Job Corps is 
a member of the LWIB and/or serves on the youth council in several LWIAs.   
 
The Commonwealth updated the veterans Transition Assistance Program (TAP) 
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classes provided by the OET to include the Job Corps project information for 
Transitioning Service Members (TSMs) during briefings at Ft. Knox. The classes are 
conducted by the state’s Jobs for Veterans State Grants (JVSG) staff. OET has 
assisted in providing information about the program by making referrals and 
distributing brochures about the project.  
 
The Apprenticeship Sales Force initiative establishes a partnership to market the 
benefits of registered apprenticeships to Kentucky businesses. This initiative can be a 
tool for building a highly skilled workforce, helping business and industry increase 
their competitiveness, and providing sustainable wages for Kentuckians. The 
marketing opportunity must be understood and promoted by the business service 
representatives of each local board and become an integral part of the solutions-based 
business services model. 
 
Strong relationships at the local level provide a solid referral system among the 
community service providers for formal and informal services and supports. 

 
vi.    Local Area Designations – Identify the state’s designated LWIAs and the date of the most 

recent area designation, including whether the state is currently re-designating local areas.  
(§§112(b)(5).)  Include a description of the process used to designate such areas.  Describe 
how the state considered the extent to which such local areas are consistent with labor 
market areas:  geographic areas served by local and intermediate education agencies, 
postsecondary education institutions and area vocational schools; and all other criteria 
identified in section 116(a)(1) in establishing area boundaries, to assure coordinated 
planning.  Describe the state board’s role, including all recommendations made on local 
designation requests pursuant to (§116(a)(4).  (§§112(b)(5) and 116(a)(1).)  Describe the 
appeals process used by the state to hear appeals of local area designations referred to in 
(§116(a)(5) and 112(b)(15). 

 
The Commonwealth’s 10 LWIAs are: 
  
 Barren River,  
 Bluegrass,  
 Cumberlands,  
 Eastern Kentucky Concentrated Employment Program Inc. (EKCEP),  
 Green River,  
 Kentuckiana Works 
 Lincoln Trail,  
 Northern Kentucky,  
 Purchase/Pennyrile and  
 TENCO. 

 
The most recent area designation was Kentuckiana Works in 2002. The original 
designation of the City of Louisville/Jefferson County and the North Central 
Kentucky Workforce Investment Area as two areas was changed in early 2001, 
forming a single area. The state currently has no plans to change the designation of 
the existing 10 LWIAs. 
 
To determine local areas, the KWIB, pursuant to Section 116(a)(4), reviewed 
recommendations and requests for designation as workforce investment areas from a 
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number of entities including the 11 service delivery area designees under the Job 
Training Partnership Act, area development district boundaries, 
legislative/congressional district boundaries, community college districts and 15 areas 
known as labor market information areas designated under a one-stop implementation 
grant. After discussions with appropriate local elected officials and completion of the 
public comment process, the state board recommended to the Governor that the 
current service delivery areas be designated as the original 11 (now 10) workforce 
investment areas. The board acknowledged the automatic designation of one rural 
concentrated employment program as a workforce investment area. The boundaries 
were drawn based on common geographic and economic factors and duplicate the 
state’s labor market areas.  
 
The appeals process is as follows: A unit of general local government or grant 
recipient that requests, but is not granted designation as a local area under paragraph 
(2) or (3) of Section 116 (a), may appeal to the KWIB. The board may prescribe 
forms and applicable time frames. Appeals shall be conducted pursuant to the 
administrative hearing requirements in Chapter 13B of the Kentucky Revised 
Statutes. A unit of general local government or grant recipient that is dissatisfied with 
the decision of the KWIB may request a review by the USDOL secretary pursuant to 
Section 116 (a) of the act. 

 
vii.   Local Workforce Investment Boards -- Identify the criteria the state has established to be 

used by the Chief Elected Official(s) in the local areas for the appointment of local board 
members based on the requirements of section 117.  (§§112(b)(6), 117(b).) 

 
The KWIB adopted guidelines on June 9, 1999, pursuant to Section 117 of the 
Workforce Investment Act. The guidelines stated that the chief elected official of 
each designated workforce investment area is charged with appointing the 
membership of the local board. 

 
The guidelines, per WIA Guidance Memo #03B, issued June 23, 1999, to chief 
elected officials and LWIA administrators, provided the following direction to the 
LWIBs: 
 multiple units of local government in an area, 
 composition of the LWIB (i.e., representatives of business, representatives of 

local educational entities), 
 special provisions (i.e., quorum requirements, business must comprise 51 percent 

of the LWIB membership), 
 nomination procedures (i.e., the chief elected official is authorized to appoint the 

members of the LWIB after the formal nomination procedures), 
 certification requirements (i.e., the Governor shall, once every two years, certify 

one local board from each LWIA), and 
 board chair election (i.e., the local board shall elect a chairperson from among the 

representatives of business). 
 

From time to time, the state has been called upon to respond to special inquiries made on 
behalf of LWIBs. For example, the state was asked to define and clarify the local board 
quorum requirement (WIA Guidance Memo #33, issued October 9, 2000). Similarly, the 
state was asked to consider circumstances of a potential conflict of interest. As a result, the 
state issued WIA Guidance Memo #61 (July 25, 2002) stating that a LWIB may not allow a 
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member to simultaneously represent more than one category. The state maintained that 
prohibiting this practice would ensure “…the required mix of representation from various 
partners that was intended in the statute.” WIA Guidance Memo #02 (May 28, 1999) 
clarified that the Office for the Blind and the Office of Vocational Rehabilitation were each 
“sole state agencies,” and as such, local boards may have either or both as members. WIA 
Guidance Memo #98 (July 11, 2005) answered two questions about business and labor 
representation on local boards. 

  
viii. Identify the circumstances which constitute a conflict of interest for any state or LWIB 

member or the entity that s/he represents, and any matter that would provide a financial 
benefit to that member or his or her immediate family.  (§§111(f), 112(b)(13), and 117(g).)  

 
On May 27, 2008, Gov. Beshear issued Executive Order 2008-454, amended by 
Executive Order 2009-882, establishing certain ethical standards for members of 
policy-making and regulatory boards and commissions.  These standards were issued 
to ensure that board and commission members who serve in the public sector are 
accountable to the people of the Commonwealth.  The ethical guidelines in the 
executive order do not subject board and commission members to all provisions of 
the Executive Branch Code of Ethics contained in KRS Chapter 11A.  The ethical 
standards that do apply to board and commission members specifically relate to the 
prohibition against self dealing, the obligation to disclose in writing or in the minutes 
of a meeting a direct or indirect interest and gift acceptance provisions. 

 
Section VI of the board’s adopted Statement of Executive Authority and Rules of 
Procedure states: 
 
A member of the KWIB may not vote on a matter under consideration by the Board:  
regarding the provision of services by such member (or by an entity that such 
member represents) or that would provide direct financial benefit to such member or 
the immediate family of such member. A member of the Board may not engage in any 
other activity determined by the Governor to constitute a conflict of interest as 
specified in the State Plan. 

 
ix. Identify the policies and procedures to be applied by local areas for determining eligibility 

of local level training providers, how performance information will be used to determine 
continuing eligibility and the agency responsible for carrying out these activities.  Describe 
how the state solicited recommendations from local boards and training providers and 
interested members of the public, including representatives of business and labor 
organizations, in the development of these policies and procedures.  

 
In line with the Kentucky Sector Strategies initiative, the Commonwealth is in the 
process of overhauling the Eligible Trainer Provider List (ETPL) process and 
eligibility criteria to reinforce priorities around high-demand occupations (as 
identified in the Sector Strategies initiative), sustainable wages and career ladder 
goals. The enhancements to the ETPL process will ensure the training dollars 
provided meet the needs of business and industry, provide a livable wage for workers, 
support the regional and state economy and provide for improved customer choice. 
 
OET, under the current process, communicated with local boards, eligible training 
providers (ETP) coordinators, or ETP leads and training providers through e-mail 
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correspondence, phone conversations and quarterly meetings. 
 
Information was solicited from representatives of LWIBs, composed of business and 
labor organizations. Designated lead staff worked with providers to establish and 
maintain WIA eligibility. Lead staff members were able to take into consideration the 
recommendations from boards, providers and public stakeholders as the initial 
procedures were developed. 
 
Currently, applications are submitted to the local board and must include the 
following: 
 
 demonstrated ability to provide training, 
 faculty or instructional staff qualifications, 
 course, service or curriculum description, 
 credentials awarded, 
 tuition and fee requirements, 
 licensure by appropriate state agency, if applicable, 
 accreditation by recognized agencies, if appropriate, 
 an appropriate portion of the performance information, and 
 assurances and certifications required by federal law or the state. 
 
Applications will be evaluated according to the following criteria: 
 
 match between skills needed by employers and the education or training provided 

by the applicant, 
 ability to provide educational and training programs needed in local areas, 
 proven ability to provide the specified training, for example a community-based 

organization (CBO) or other agency, 
 licensure pass rate, if appropriate, 
 licensure by the appropriate state agency to operate, if applicable, 
 accreditation by recognized agencies, if appropriate, 
 performance and cost information, if applicable, and 
 strong ties to economically disadvantaged community. 
 
The local board must approve or deny each application and notify all applicants. 
When the LWIB denies an application, the notification to the applicant must include 
the reasons for denial. The local board will submit to the cabinet a listing for each 
program placed on the local eligible training provider list, including the performance 
and program cost information.   
 
Although no single entity has full responsibility for the entire process, the Kentucky 
OET assumes the leadership role in ensuring the success of the eligible 
program/provider system. The eligible program/provider process requires a 
collaborative effort between state and LWIBs, as well as all other partners.  
 
As workforce development resources have become scarce and demand has 
skyrocketed it is imperative that the public’s investment in training and skill 
enhancement be monitored carefully for effectiveness and benefits.  A survey of 
current providers was conducted and feedback was presented to the steering 
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committee.  The steering committee with local board representation, local partners, 
employers, training providers, the KWIB and the OET, developed policy guiding the 
operation of the statewide ETPL in the Commonwealth.  The policy provides 
eligibility requirements for training providers that take into account the performance 
of providers and whether the training programs relate to occupations that are in 
demand.  The policy will require training providers to submit student level data as a 
condition of eligibility. 
 
The policy developed was recommended and presented to the KWIB and reflects 
input from many stakeholders and providers.  It will be implemented upon final 
passage by the KWIB. Procedures are being developed based on this policy.   
 
The criteria for approval as an eligible training provider will be structured to support 
high-demand occupations, sustainable wages and career ladder goals. Training 
providers will be selected to meet the needs of business and industry, provide training 
to earn a livable wage to workers and support the regional and state economy. 
 
To meet the needs of both the individual and employer customers, providers must be 
selected based on state, regional and local needs. Local boards will be encouraged to 
increase emphasis on the evaluation of training providers and to select those that offer 
training that leads to credentials that are more valuable to both the individual and the 
employer and that offer pathways for career advancement. The credential attainment 
rate of participants for each provider will be tracked, as well as the occupation of the 
participant following training completion. Local boards will use this information to 
evaluate provider performance.  
 
The local board shall submit to the cabinet a listing for each provider placed on the 
local ETPL, including the performance and program cost information. The cabinet 
may remove the provider from the list if it does not meet the minimum acceptable 
level of performance. 
 
The Commonwealth of Kentucky has a waiver (and has requested continuation) in 
regard to subsequent eligible training provider requirements, 18-month subsequent 
eligibility requirement. 
 

x. Individual Training Accounts (ITAs): 
 

a What policy direction has the state provided for ITAs?  
 

Each local area establishes policies and procedures to allow flexibility in 
development of ITAs; however, with increased demand for workforce development 
services, stewardship of public resources demands a sustained commitment to 
strategic resource allocation to most effectively direct services. The state encourages 
local boards to prioritize their policies and implementation at various levels with 
statewide, regional or locally targeted industries. The most critical prioritization 
relates to the targeting of training resources so they are optimally aligned with 
industries and jobs important to regional and local economies. 
 
Local workforce boards make tough decisions by setting funding caps on limited 
training dollars and types of training in their local areas.  Some have established 
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waiting lists for customers seeking training services when funds have become 
exhausted. 
 
To support the WIA principle of customer choice, the Commonwealth developed an 
enhanced policy related to the Eligible Training Provider List (ETPL). The process 
overhaul will reinforce priorities around high demand occupations, sustainable wages 
and career ladder goals.  The central objective is to create and maintain a 
comprehensive ETPL that offers ITA training voucher holders a broad variety of 
quality training choices that provide a livable wage for workers and support the 
regional and state economy. 

 
b Describe innovative training strategies used by the state to fill skills gaps.  Include in 

the discussion the state’s effort to broaden the scope and reach of ITAs through 
partnerships with business, education, economic development, and industry 
associations and how business and industry involvement is used to drive this 
strategy.  
   

The Commonwealth has increased efforts to develop and maintain mutually 
beneficial partnerships with business, education, economic development and industry 
associations. The partnerships are instrumental in the decision-making process to 
assure that the state invests in training that will fill skill gaps to meet the needs of 
targeted industry sectors.  
 
There are a number of approaches being taken to align and integrate the education 
and training supply pipeline across workforce development, technical colleges, and 
employers to ensure workers are prepared to fill high-wage, high-demand jobs with 
career pathways.   
 
Examples include incumbent worker initiatives involving private sector and post 
secondary partners. In addition partnerships between secondary technical education 
and LWIA increase training opportunities. Partnerships among Bluegrass State Skills 
Corporation, KYAE, KCTCS and local economic development agencies assist new 
and expanding industries.  
 
Momentum from the Commonwealth’s Sector Strategy Initiative continues as 
Kentucky Industry Partnerships form and compete for grants that will foster 
development or continuation of these multi-employer collaborative efforts. Current 
grant funded partnerships focus on advanced manufacturing, energy and healthcare. 
The long-term goal of industry partnerships is to create an infrastructure that will 
provide employer-led training and education that enhances the skills of incumbent 
workers and develop career pathways for the emerging workforce. 
 
The Commonwealth envisions hiring regional industry profilers who will work with 
the Kentucky business services teams to develop target sector profiles. 
 
The NCRC increases awareness of educational and skills requirements for high-
demand jobs.  The NCRC is an assessment and credential used to document a job 
seeker’s aptitude in three major areas of understanding:  Applied Mathematics, 
Locating Information, and Reading for Information.  It directly addresses the needs of 
today’s workforce as well as that of the employer and trade and labor organizations.   
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Today’s businesses need a well-educated, skilled workforce to meet the challenges 
industries are facing in this enormous global economy.  Individuals possessing an 
NCRC can provide potential employers with an assessment of their basic skills in 
math, English and locating information. 
 
Since the NCRC launch in fall 2010, Kentuckians have earned more than 18,000 
NCRCs as of June 2012. When added to the approximate 35,000 NCRCs issued 
before the statewide initiative, there are almost 53,000 persons with NCRCs in the 
Commonwealth.  Commonwealth employers told the KWIB that only certificates 
for silver and above are of significant value for employability; when all of the 
bronze certificates are removed, about 15,000 new certificate holders have been 
added. 
 
The KWIB strategic plan encourages local boards to work with education, business 
and finance partners as well as small business development centers and the state’s 
Innovation and Commercialization Centers to develop a comprehensive 
entrepreneurship training program that is responsive to local needs while meeting 
certain minimum standards to be established by the Governor. In addition to 
providing opportunities for entrepreneurship training, local alliances are encouraged 
to link successful participants with venture capital, micro-finance and other financing 
resources. 

 
c Discuss the state’s plan for committing all or part of WIA title I funds to training 

opportunities in high-growth, high-demand, and economically vital occupations.  
 

The Commonwealth is committed to preparing higher-skilled workers and a flexible 
labor force to meet the needs of high-growth, high-demand economically vital 
occupations.  Action Step #1 of KWIB’s strategic plan, WORKSmart Kentucky is 
“Make Investment Decisions Based on Sector Strategies” and is a primary focus for 
allocations of WIA Title I funds to training. 
 
This step has seen the completion of the KWIB Kentucky Sector Strategy Institute 
which resulted in five statewide identified target industry sectors.  All local 
workforce areas have identified regional sectors and the KCED has identified sectors.  
Industry Partnership grants RFPs opportunities have been created with a focus on 
industry sectors.  
 
The KWIB Action Step #2 is being implemented by the Governor’s Office, the State 
Board, the DWI and KCED to provide business and industry with the assurance that 
certified communities and regions have an available skilled workforce. One of the 
benefits of the Work Ready Community Initiative is to increase awareness of 
educational and skills requirements for high-demand jobs, as well as those in 
emerging industries. Communities must apply for this certification and meet 
established high standards for education attainment and credentialing in order to 
receive the status which will be announced by the Governor. Several communities 
have received credentialing, and interest across the state is growing. 

 
d Describe the state’s policy for limiting ITAs (e.g., dollar amount or duration).  

 
There is no state policy that limits the duration or dollar amount of ITAs. Through 
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the local plan approval process, OET assists local boards in setting policies limiting 
the amount and durations of ITAs based on the availability of funds and projected 
need of target populations. 

 
e Describe the state’s current or planned use of WIA title I funds for the provision of 

training through Registered Apprenticeship.  
 

The apprenticeship program is an integral part of the state board’s strategic plan.  
Through the Apprenticeship Sales Force KWIB initiative, the Commonwealth plans 
to establish a partnership to market the benefits of registered apprenticeships, both 
union and non-union, to Commonwealth businesses. An outreach promotion through 
the local business services team will be an integral part to reach the Commonwealth’s 
potential with registered apprenticeships.  
 
As an alternative to traditional postsecondary education, registered apprenticeships 
will appeal to a segment of the population concerned about earning a wage 
immediately while developing skills through a combination of hands-on experience 
and classroom work.   
 
Apprenticeship is a proven solution for a demand-driven, flexible approach to skills 
development and lifelong learning. The state encourages local areas to pursue linkage 
and coordination with apprenticeship programs and use of WIA Title I funds for the 
provision of training for workers that choose this alternative to improve their skills 
and wages. 

 
f Identify state policies that permit the use of WIA title I financial assistance to employ 

or train participants in religious activities when the assistance is provided indirectly, 
such as through an ITA.     

 
LWIAs are required to follow WIA laws and regulations.  No other state restrictions 
apply. 

 
xi. Identify the criteria to be used by local boards in awarding grants for Youth activities, 

including criteria that the governor and local boards will use to identify effective and 
ineffective youth activities and providers of such activities.  (§112(b)(18)(B).)  

 
LWIBs determine types of youth services needed based on youth population demographics 
and skill gap analysis. When service needs are identified, local procurement guidelines are 
followed to award grants and contracts. Contracts are written within criterion built to 
ascertain the effectiveness of programs.  Programs also are monitored on a continuous basis 
for performance. 
 
LWIAs ensure the availability of the required 10 WIA youth program elements and the 
provision services on an as-needed basis. Other avenues of youth service are being explored 
in several LWIAs. 
 
One LWIA determined the most efficient way to provide youth service was through the one-
stop system instead of awarding contracts to program providers. A youth case manager will 
assist in connecting youth to needed services provided by the one-stop system, as well as 
through a referral network of local service providers. Another LWIA, through skill gap 
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analysis, determined the most effective use of WIA youth funds is to provide specific work 
readiness and occupational skills services only. There were sufficient services already 
available to provide basic skills related services.  
 
Data analysis and program reports from EKOS indicate that required and additional 
performance measures are useful evaluation tools for determining effective and ineffective 
program providers and services. 

 
xii. Describe the competitive and non-competitive processes that will be used at the state level to 

award grants and contracts for activities under title I of WIA, including how potential 
bidders are being made aware of the availability of grants and contracts.  (§112(b)(16).) 

 
The Commonwealth prescribed and implemented procurement standards in accordance with 
Section 184(a)(3) of the Workforce Investment Act. Section 184(a)(3) requires states, local 
areas and providers receiving funds under this act to comply with the Uniform 
Administrative Requirements as promulgated in circulars or rules by the Office of 
Management and Budget. The Uniform Administrative Requirements, codified by the US 
DOL in 29 CFR Part 97, provides the standards and procedures for procurement of goods 
and services in Section 97.36, Procurement. 
 
Realizing the critical need for information technology resources, the Commonwealth 
established the Strategic Alliance Services (SAS) Contracts Request for Proposal. This is the 
Commonwealth’s initiative to expedite, simplify and facilitate solution building and to 
provide negotiation flexibility in how the executive branch cabinets procure services for 
information technology. The SAS contract will permit access to 15 state price contracts for 
information technology project services from private sector companies through a just-in-
time delivery system. 
 
The administrative regulation 29 CFR 97.36(a), reads as follows: “When procuring property 
and services under a grant, a state will follow the same policies and procedures it uses for 
procurements from its non-federal funds.”  The Commonwealth uses the provisions of the 
Kentucky Model Procurement Code [Kentucky Revised Statutes (KRS), Chapter 45A] for 
the procurement of all goods and services by state agencies. The methods for awarding 
contracts are contained within the Model Procurement Code and include: 

 competitive sealed bidding (KRS 45A.080), 
 competitive negotiation (KRS 45A.085 and 45A.090), 
 noncompetitive negotiation (KRS 45A.095), 
 small purchase procedures (KRS 45A.100), and 
 responsibilities of bidders and offerors (KRS 45A.110). 

 
When the state workforce agencies issue requests for proposals (RFP), prior approval must 
be granted by the Commonwealth’s Finance and Administration Cabinet. The RFPs are 
posted on the Commonwealth’s e-procurement website for at least 10 days. Any eligible 
vendor licensed to do business in the Commonwealth may submit proposals.  Proposal 
scoring criteria is stated in the RFP and is scored by a preselected review committee. 

 
F.  Funding  
What criteria will the state use, subject to each program's authorizing law, to allocate funds for each 
of the programs included in the Unified Plan?  Describe how the state will use funds the state 
receives to leverage other Federal, state, local, and private resources, in order to maximize the 
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effectiveness of such resources, and to expand the participation of business, employees, and 
individuals in the statewide workforce investment system.  (WIA §112(b)(10).)   
In answering this question, if the Unified Plan includes:  
  
1. WIA Title I and Wagner-Peyser Act and/or Veterans Programs  (§112(b)(12):  

 
a.     If applicable, describe the methods and factors (including weights assigned to each factor) the 

state will use to distribute funds to local areas for the 30 percent discretionary formula Adult 
employment and training funds and Youth funds pursuant to sections 128(b)(3)(B) and 
133(b)(3)(B).  

 
WIA Title I funds are allocated to the LWIAs using the formulas and methodologies 
prescribed in Sections 128 and 133 of the Workforce Investment Act. The funds allocated to 
the local areas for youth activities and adult training and employment activities will be based 
on the formulas specified in Section 128 (b) (2)(A) (i) and 133 (b) (2) (A) (i) respectively. 
The two additional discretionary factors specified in 128 (b) (3) and 133 (b) (3) will not be 
used.  
 
The Governor will allocate 95 percent of the total Section 127 youth funds received to the 
LWIAs and 5 percent of the total will be set aside for statewide administration. (If Congress 
reinstates the 15 percent for statewide activities, the LWIA will receive an 85 percent 
allocation, 5 percent will be set aside for statewide administration and 10 percent will be set 
aside for Governor’s Statewide Reserve activities.) The formula used to allocate the youth 
funds to the local areas is: 
 

 one-third based on the basis of the relative number of unemployed individuals in the 
Commonwealth,  

 one-third on the basis of the relative excess number of unemployed individuals in the 
Commonwealth, and  

 one-third on the basis of the relative number of disadvantaged youths in the local area 
compared to the total number of disadvantaged youths in the Commonwealth.  

 
The Governor will allocate 95 percent of the total Section 133 Adult funds received to the 
LWIAs and 5 percent of the total will be set aside for statewide administration.  (If Congress 
reinstates the 15 percent for statewide activities, the LWIA will receive an 85 percent 
allocation, 5 percent will be set aside for statewide administration and 10 percent will be set 
aside for Governor’s Statewide Reserve activities.) The formula used to allocate the Adult 
funds to the local areas is: 
 

 one-third based on the relative number of unemployed individuals in the 
Commonwealth,  

 one-third on the basis of the relative excess number of unemployed individuals in the 
Commonwealth, and  

 one-third on the basis of the relative number of disadvantaged adults in the local area 
compared to the total number of disadvantaged adults in the Commonwealth.  

 
 The Governor may elect to adjust the allocation percentages stated for either funding stream. 

   
b.   Describe how the allocation methods and factors help ensure that funds are distributed 

equitably throughout the state and that there will be no significant shifts in funding levels to a 
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local area on a year-to-year basis.  
 
 As the local areas have not changed, the state enacts a “hold harmless” provision in which 

each area receives at least 90 percent of the allocation percentage of the local area for the 
preceding fiscal years.  This ensures that each LWIA will not experience a significant shift in 
funding levels on a year-to-year basis. 

 
c. Describe the state’s allocation formula for dislocated worker funds under 133(b)(2)(B).  

 
The Governor will allocate 70 percent of the total Section 133 Dislocated Worker funds 
received to the LWIAs, up to 25 percent of the total will be set aside for State Rapid 
Response activities and 5 percent of the total will be set aside for statewide administration. (If 
Congress reinstates the 15 percent for statewide activities, the LWIA will receive a 60 
percent allocation, up to 25 percent will be set aside for State Rapid Response activities,  5 
percent will be set aside for statewide administration and 10 percent will be set aside for 
Governor’s Statewide Reserve activities.)  The method used to allocate the Dislocated 
Worker funds to the local areas divides the total Dislocated Worker funds received by the 
state into two pools. One pool equals 55 percent (50 percent if Congress reinstates the 15 
percent for statewide activities) of the total received and allocated to the local areas as 
follows: 
 

 
 30 percent based on unemployment insurance data, 
 40 percent based on unemployment concentrations, 
 2 percent based on plant mass layoffs, 
 13.5 percent based on declining industries, 
 .5 percent based on farmer-rancher economic hardship data, and 
 14 percent based on long-term unemployment. 

 
The other pool equals 15 percent (10 percent if Congress reinstates the 15 percent for 
statewide activities) of the total received and allocated to the local areas as follows:  
 

 60 percent based on unemployment concentrations 
 40 percent based on declining industries. 

 
The Governor may elect to adjust the percentage of the pool amounts or the allocation 
percentages used to distribute the pools. 

 
d.   Describe how the individuals and entities on the state board were involved in the 

development of the methods and factors, and how the state consulted with chief elected 
officials in local areas throughout the state in determining such distribution. 

 
The current formula allocation method for distribution of WIA funds was established by the 
previous board.  No changes to these formulas were requested or proposed under the current 
plan.  Since the implementation of WIA, both the state board and local boards have had 
opportunities to comment on the formula distributions, and in the future may make 
recommendations to the Governor to adjust how the allocations are distributed to the local 
areas. 

 
e.   Describe the procedures and criteria that are in place under 20 CFR 663.600 for the governor 
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and appropriate local boards to direct one-stop operators to give priority of service to public 
assistance recipients and other low-income individuals for intensive and training services if 
funds allocated to a local area for adult employment and training activities are determined to 
be limited.  (§§112(b)(17)(A)(iv) and 134(d)(4)(E).) 

 
In the event that Title I funds allocated to local areas for adult employment and training 
activities are limited, priority shall be given to recipients of public assistance and other low-
income individuals for intensive and training services.  Local workforce boards establish 
policies, with specified criteria, to ensure this priority.  Policies and procedures are monitored 
and reviewed annually. 
 
Planning guidance issued to local areas specifically requires a description of the local 
strategies that will ensure emphasis on serving public assistance recipients, low-income and 
under-skilled adults. 

 
f.    Specify how the state will use the 10 percent Wagner-Peyser Act funds allotted to it under 

section 7(b) in accordance with the three provisions of allowable activities: performance 
incentives; services for groups with special needs; and extra costs of exemplary service 
delivery models. (§112(b)(7) and 20 CFR 652.204).) 

 
Funding will be used for program and system enhancement. 

 
G.  Activities To Be Funded  
For each of the programs in the Unified Plan, provide a general description of the activities the state 
will pursue using the relevant funding.  
  
In answering the above question, if the Unified Plan includes:  
  
1.  WIA Title I and Wagner-Peyser Act and/or Veterans Programs:  
Describe the approaches the state will use to provide direction and support to local boards and the 
one-stop career center delivery system on the strategic priorities to guide investments, structure 
business engagement, and inform service delivery approaches for all customers.  (§112(b)(17)(A).)   

  
a. One-Stop Service Delivery Strategies:  (§111(d)(2) and 112(b)(2).) 

   
i.    How will the services provided by each of the required and optional one-stop partners be 

coordinated and made available through the one-stop system?  (§112(b)(8)(A).) 
  

The Commonwealth consistently emphasizes the importance of partnership building and 
integration, both at the state and local levels. Policies, guidance and directives issued to 
LWIBs encourage the collaboration and expansion of partnering for one-stop system 
success. The primary methods of coordinated services are the local area consortium 
agreements and Memorandums of Understanding (MOU) between partner agencies. The 
state monitors these agreements and MOUs annually.   
 
Several KWIB initiatives are underway that will ensure that services provided by each of 
the required and optional one-stop partners are coordinated and made available through 
the one-stop system.  
 
Through the Branding and Identity Initiative, the board has established a standard for the 
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new brand that will be layered in phases throughout the state to promote the new brand 
and brand promise at a regional level and encourages staff support and excitement for the 
new brand and promise and what it represents. It will represent renewed commitment and 
improved services to help ensure and support a vibrant and qualified workforce in the 
Commonwealth. 

 
The Brand: Kentucky Career Center. 
 
The Brand Promise:   
As a team of experts, we are dedicated to providing Kentucky employers with a 
qualified, skilled workforce and the people of Kentucky with career, job training and 
educational opportunities. 
 
With the unique ability to connect employees and employers through the combined 
efforts of state and local partners, we will become a valuable, competitive and best-
in-class asset in the growth of our regional and national economy. 
 
By guiding, empowering and inspiring our customers, we will continue our mission to 
create success stories across the Commonwealth. 
 
The state hired a Branding and Identity coordinator who will manage the internal and 
external launch across the Commonwealth to ensure consistency and quality control. 
Through implementation of this initiative, we are striving to be compassionate advisors, 
empowering solutions, and inspiring people. 
 
Through the one-stop Certification KWIB initiative, the board has established a policy 
framework to serve as the baseline standard of a one-stop career center in the Kentucky 
workforce system. The initiative will include a common intake, orientation, partner 
referral process and assessment. Local areas will benefit by having a clear policy 
framework to guide their improvements as well as those of partner agencies. These new 
standards will provide local operators with leverage for collaboration and a basis for 
helping achieve equity in the distribution of responsibility for the success of the one-stop 
system. Designed to hold LWIBs accountable in their role as overseers of the one-stop 
system, certification provides LWIBs with the opportunity to formally assess operator 
performance and take corrective action when necessary. 
 
The Partner for Success initiative established an Achieving Success Together team to 
identify areas and develop policies and procedures to support common services and 
complementary services. 
 
Most one-stop partners utilize EKOS as the primary workforce case management 
information system for common measures performance management and reporting. All 
10 LWIBs use EKOS as their WIA, Wagner-Peyser, VETS and Trade common data 
collection and case management system.  Basic and advanced data entry and program-
specific training is provided to all OET, WIA, VETS, Trade and, if applicable, other one-
stop partner staff. Services provided to individuals by one-stop partners can be viewed 
and coordinated through EKOS.  Federal incentive funds were utilized to make 
significant enhancements to the EKOS system to provide better coordinated services 
through the one-stop system.  Additionally, the NCRC initiative will increase 
communication and collaboration between one-stop partners. 



102 
 

 
Other coordinated services may be achieved through: 

 having available a list of co-located partners and their services including contact 
information, 

 operational funding from mandated partners-a true cost allocation plan, 
 focus/Career and Focus/Talent, 
 implementation of automated referrals to partner agencies, and 
 implementation of automated online ERPs. 

 
ii.   How are Youth formula programs funded under §128(b)(2)(A) integrated in the one-stop 

system?  
 

Local WIA plans describe how each of the local areas is serving youth through the one-
stop system. Each of the 10 local areas approach youth services in a slightly different 
manner, but all have made significant progress in incorporating the youth population into 
the one-stop system. Youth services are available through the one-stop via referral 
between physical centers and other agencies. For instance, youth coming into the one-
stop career centers who are eligible for adult education services are referred to the KYAE 
program to obtain their GED or other relevant services. Stand-alone youth one-stop 
career centers are located in various areas. 
 
In all local areas, youth formula funds are disseminated by the local areas through 
contractual agreements. The local area, in partnership with their local youth councils, 
develop relationships with local agencies and service providers to ensure that necessary 
services are available to eligible youth.    
 
The Commonwealth has a waiver to provide training opportunities to youth 18 years of 
age or older through an individual training account (ITA). Many of the local areas are 
utilizing on-the-job training to serve this population. Other integrated services include the 
summer youth programs, local high school presentations and community workshops, 
Kentucky Scholars program and the National Career Readiness Certificate.  
 
The KWIB initiative National Career Readiness Certificate (NCRC) can provide a 
certificate that will help youth compete in the job market. The certificate, which can be 
presented to potential employers, is a measurement of basic math skills, English and 
locating information.   
 
In 2005, the Cumberlands Workforce Investment Area, in partnership with KYAE, 
conducted a pilot program to work with businesses and individuals to raise awareness and 
use of the Kentucky Employability Certificate, the NCRC predecessor. As a follow up to 
the pilot, the Cumberlands area now provides the assessment to high school seniors 
within the area. This core service assessment can lead to a certificate that will benefit the 
youth as they seek employment in the future. The local board and youth council consider 
this a great benefit to both the youth and the business community. 
 
Currently, all of the one-stop career centers across the Commonwealth offer the NCRC 
for any youth that comes to the centers. We are addressing the issue with youth to “skill 
up” and become ready with the skills necessary for today’s job market because several 
employers now prefer that applicants have the NCRC before hiring considerations are 
made. 
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iii. What minimum service delivery requirements does the state mandate in a comprehensive 

one-stop career centers or an affiliate site? 
  

Through the one-stop Certification KWIB initiative, the board has established a policy 
framework to serve as the baseline standard of a one-stop career center in the Kentucky 
workforce system. Local areas will benefit by having a clear policy framework to guide 
their improvements as well as those of partner agencies.  

 

The framework addresses the need for one-stop career centers to: 

 have a menu of services,  

 have the presence of partner agencies,  

 maintain quality facilities that serve both employer and job seeker customers, 

 have trained staff, 

 maintain compliance with data entry and reporting requirements, and 

 have common referral, intake and assessment procedures.  

 

The one-stop Certification team is made up of all partners representing one-stop services.  
Team members include representation from Adult Education, WIA, OET, OVR, OFB, 
KCED, KCTCS, OCTE, Area Development Districts, Cabinet for Health and Family 
Services and employers.   The Core Team completed Standards for Employer Services, 
Jobseeker Services, Management Standards and Affiliate Center Standards that were 
approved by the KWIB and are being implemented. 

 
iv.  What tools and products has the state developed to support service delivery in all one-

stop career centers statewide? 
  

The Commonwealth is continually researching and developing tools for the LWIAs to 
assist staff in providing seamless service delivery and tracking individuals who receive 
their services. 
 
The Focus Suite technology has replaced the EKOS self-registration system and assists 
job seekers, program planners and employers in the exploration of services and 
information related to career paths, statistical assessments and business questions about 
the Commonwealth’s labor and educational capacity. Focus/Career software offers a 
multi-format resume builder, provides e-mail job alerts, matches resumes to jobs 
automatically and ranks matches using artificial intelligence.   
  
EKOS is a shared partner common measures database. The Commonwealth utilizes 
EKOS as the primary workforce case management and reporting system. All 10 LWIBs 
use EKOS as their WIA, Wagner-Peyser, VETS and Trade common data collection and 
case management system. 
 
Driven by a geographically dynamic search engine, e3.ky.gov, the Commonwealth’s 
multi-audience web portal, offers snapshots of the Commonwealth’s data, resources and 
human capital in a convenient, self-service format. The system allows the 
Commonwealth to track the attainment of GEDs, postsecondary degrees and state-issued 
certifications, and display this information to users in a wide variety of geographic 
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formats. The system interfaces with EKOS and the Focus Suite for a seamless flow of 
information. 

 
Virtual billboards displaying looping announcements of one-stop services have been 
placed in all comprehensive one-stop career centers. OET provides updated state-level 
information and local areas can insert information about one-stop and community 
activities such as job fairs or employer hiring announcements. 
 
OET also has developed Kentucky Employment Network (KEN) workshops to assist UI 
claimants who have the highest probability of exhausting their benefits.  Workshops 
include self-marketing and networking, job application preparation, resume writing and 
interviewing skills and techniques.   
 
The Commonwealth has implemented Reemployment Eligibility Assessment (REA) 
orientations to assist identified individuals with the greatest barriers to employment.  
Intensive case management services are provided to assist these individuals in finding 
employment more rapidly so that they may return to the workforce.  
 
Emergency Unemployment Compensation Reemployment Services and Reemployment 
Eligibility Assessments (EUC REA/RES) orientations are being provided in one-stop 
career centers across the Commonwealth and include the provision of labor market and 
career information, an assessment of the skills of the individual, orientations to the 
services available through the one-stop career centers and a review of the eligibility of  
individuals relating to job search activities. These services are provided to all individuals 
entering into Tier 1 or Tier 2 of Emergency Unemployment Compensation benefits to 
accelerate their entrance into the workforce.  
 
The following KWIB initiatives also support service delivery in all one-stop career 
centers statewide: 

 Workforce Academy – provide customer service training to all service delivery 
staff, 

 Branding and Identity – process to develop and implement a common name and 
common tools among all workforce development partners,  

 User-Friendly Online Services – web-based employer and job-seeker tools via the 
implementation of Focus Suite. Website redesign will be implemented with 
branding roll out, 

 Get Back to Work – create a partnership between the OET and KYAE to develop 
an education-based re-employment strategy for individuals deemed education 
deficient and 

 National Career Readiness Certificate (NCRC) – nationally recognized credential 
composed of three WorkKeys assessments that measure real world skills crucial to 
job success. 

 
v.   What models/templates/approaches does the state recommend and/or mandate for service 

delivery in the one-stop career centers?  For example, do all one-stop career centers have 
a uniform method of organizing their service delivery to business customers?  Is there a 
common individual assessment process utilized in every one-stop career center?  Are all 
one-stop career centers required to have a resource center that is open to anyone?   
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Several of the KWIB initiatives include models, templates, and approaches for consistent 
service delivery in one-stop career centers. A major assessment initiative is the one-stop 
Certification. Through this endeavor, the Commonwealth will develop benchmarks and 
baseline standards for consistency within the system. The certification structure may 
include such details as a baseline menu of services, co-location and integration of 
partners or partner services in the one-stop career center, facility configuration, training 
and cross-training of staff, reporting requirements and compliance, and dedicated 
business services areas. 
 
Additional KWIB initiatives addressing uniform delivery of one-stop services include: 

 Business Service Teams – development of a Business Services framework to 
address employers’ needs and develop a customized approach to finding a skilled 
workforce that is based on Labor Market Information that the employer has 
access to for hiring purposes. 

 NCRC – common assessment process that many employers prefer applicants have 
prior to hire. 

 Eligible Training Provider List Enhancements – reinforce priorities around high 
demand occupations, sustainable wages and career ladder goals. 

 Partner for Success – establishment of the Achieving Success Together team to 
identify areas of common and complementary services. 

 Case Management – achieve elevated level of service and unify the approach 
across the system through case management professional development on a 
continuing basis. 

 High Performing Workforce Investment Boards – local strategic plans to ensure 
one-stop career centers provide excellent and fully accessible services to both 
employers and job seekers. 

 Workforce Academy – provide customer service training to all service delivery 
staff. 

 Get Back to Work – provide UI claimants most likely to exhaust their benefits 
with special services to increase their education level and workforce skills. 

 Unemployment Insurance Customer Service Plan – provide customer service and 
other training to service delivery staff. Increase use of online tools and resources 
by automating several functions which currently require in-person contact with 
clients. 

Each of our one-stop career centers across the Commonwealth has a resource room that is 
open to the public. Individuals may come in and search for job listings, create resumes, talk 
with a career specialist, research labor market information, receive referrals to other partner 
agencies and services and attend trainings and orientations to find out all the opportunities 
that the one-stop career centers offer. 

 
b. Workforce Information – A fundamental component of a demand-driven workforce 

investment system is the integration and application of the best available state and local 
workforce information including, but not limited to, economic data, labor market 
information, Census data, private sources of workforce information produced by trade 
associations and others, educational data, job vacancy surveys, transactional data from job 
boards, and information obtained directly from businesses.  (§§111(d)(8), 112(b)(1), and 
134(d)(2)(E).) 
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i. Describe how the state will integrate workforce information into its planning and 

decision-making at the state and local level, including state and local boards, one-stop 
operations, and case manager guidance. 
 
Strategic planning consultants provided technical assistance to the state and each of the 
ten LWIAs regarding state and local strategic planning.  Each plan reflects the unique 
components of that area’s demand driven workforce.  The OET Research and Statistics 
Branch provides labor market information and economic data in the development of local 
strategic plans.  A website is maintained by this branch and is frequently updated. This 
data will be used to provide more appropriate case management, local and state 
government entities specific economic outlook information, job seekers and employers 
wage information and to establish a collaborative drive to integrate the education, 
employment and economic development services within the Commonwealth. 
 

ii. Describe the approach the state will use to disseminate accurate and timely workforce 
information to businesses, job seekers, and employment counselors, in easy to use 
formats that are readily accessible within one-stop career centers and at remote locations 
such as libraries, schools, worksites, and at home. 

 
The Commonwealth’s Workforce Kentucky site (www.workforcekentucky.ky.gov) 
provides detailed workforce information to employers, economic and market analysts, job 
seekers, school counselors, students and one-stop career center staff.  The website is 
currently under construction and is on schedule to be completed and operational in 
August 2012.  The website URL will change to www.kylmi.ky.gov.  LWIBs have also 
prepared brochures and pamphlets that are readily available through the one-stop career 
center s for dissemination to businesses, job seekers and employment counselors.  Each 
LWIB has similar information posted on its website. Regardless of a customer’s location 
or information need, workforce information is readily available.   
 
In addition, a new Focus Suite system has been introduced to both job seekers and 
employers.  Focus/Career enhances all services for our current job seeker customer base 
through increased job matching abilities, job alerts and resume creation. Focus/Talent 
continues to enhance job posting services for the Commonwealth’s employers as well as 
limiting the approval time from state staff.  These services are provided at no charge for 
the job seeker or the employer.  This information will be automatically processed into the 
EKOS database and viewable to job seekers in the EKOS Self Service Module, on 
America’s Job Exchange (AJE) and Job Central (JC).  Also, the Commonwealth will 
implement a process to automatically validate records through an administrative module, 
and perform many other tasks as needed to facilitate the job posting and matching 
processes. 
 
Through the new KWIB User-Friendly Online services initiative, more workforce 
information will be readily accessible and available.  The Branding Outreach Initiative 
will provide a more recognizable and economical venue for dissemination of workforce 
information by providing continuity and recognition among all partners.  Labor market 
information is also provided to schools, community organizations, etc. via staff 
presentations. 

 
iii. Describe how the activities funded through the Workforce Information grants are aligned 
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with other workforce investment activities to ensure that the investments in core products 
and services support the state’s overall strategic direction for workforce investment.  

 
Many of the activities align with the KWIB initiatives such as Branding and Identity, 
Sector Strategies, one-stop Certification, User-Friendly Online Services, Work Ready 
Communities and Business Services Redesign.  This ensures a collaborative process with 
the Kentucky Workforce Investment Board. 

 
iv.  Describe how state workforce information products and tools are coordinated with the 

national electronic workforce information tools.  
  

America’s Career Information Network is a prominent link on the OET website and will 
maintain that prominence on the newly designed Kentucky Career Center site. 

 
c.  Adults and Dislocated Workers  

i.  Core Services. (§112(b)(17)(a)(i).)  
 

a. Describe state strategies and policies to ensure adults and dislocated workers have 
universal access to the minimum required core services as described in §134(d)(2).  
 
The Commonwealth’s service strategy ensures that adults and dislocated workers 
have universal access to required core services by offering a variety of resources to 
respond to their diverse needs and by training career center staff in the skills needed 
to enhance benefits of these resources.   
 
The KWIB Workforce Academy initiative promotes system-wide consistency in the 
approach to customer service by providing a training program to all service delivery 
staff.  The Workforce Academy uses a collaborative case management approach with 
an emphasis on providing timely and accurate workforce intelligence to employer and 
education partners, as well as to job seekers. 
 
Core services are offered in an integrated manner and not by program funding.  
Information is provided on all programs by all one-stop staff regardless of the 
funding source for their position. A team charter was adopted in January 2011 to 
present a value-added, customer-centric one-stop career center system that promotes 
sector-based talent development and supports the economic development goals of the 
local area, region and state. It provides fully accessible holistic services by employing 
a unified approach among well-coordinated and aligned partners.  
 
The User-Friendly Online Services initiative is designed around the new Kentucky 
Career Center branding strategy and will improve and expand web-based tools and 
services to create an online user-friendly environment for all customers.  The 
approach uses a single point of entry for to create a virtual one-stop. 
 

b. Describe how the state will ensure the three-tiered service delivery strategy for labor 
exchange services for job seekers and employers authorized by the Wagner-Peyser 
Act includes (1) self-service, (2) facilitated self-help service, and (3) staff-assisted 
service, and is accessible and available to all customers at the local level. 

 
Employers and job seekers are encouraged to use the self-service functions offered in 
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the Focus/Career and Focus/Talent systems for labor exchange activities, however 
staff also assist with services for customers desiring or in need of facilitated or staff-
assisted service. 
 
Career center staff, specifically those funded by Wagner-Peyser and WIA, service job 
orders that enter the state’s job bank from any portal.  The Burning Glass suite, 
Focus/ Talent and Focus/Career, utilizes artificial intelligence to provide accurate 
descriptions of job duties and job skills using industry recognized terms and also 
helps to ensure compliance with EEO and non-discrimination laws.  Trained staff is 
available to provide individual service to customers upon request or in unique 
situations that require specialized assistance. 
 
A full array of employment services are provided to help dislocated workers choose 
new vocations and unemployment insurance claims can be made via the internet or 
through a dedicated call center.  Staff-assisted re-employment services are provided 
to UI claimants through case management activities such as assessment, individual 
employment plans, provision of labor market information and reemployment 
workshops.   
 
Staff assisted services to employers include hosting, sponsoring and collaborating to 
provide job fairs, screening and referrals of qualified job applicants and job order 
writing, and assistance with EEO compliance.  Offices are strategically located 
throughout the Commonwealth within a couple of hours or less from any location in 
the state while customers have access to online services twenty-four and seven. 

  
c. Describe how the state will integrate resources provided under the Wagner-Peyser 

Act and WIA title I for adults and dislocated workers as well as resources provided 
by required one-stop partner programs, to deliver core services.  
 
Since 2006, OET has worked with the LWIAs to enhance at least one comprehensive 
one-stop within each local workforce area. OET managers and other partner agency 
heads participate on local boards to work with private industry leaders to address 
integration issues to better serve the public through the workforce system.  
 
In 2010, OET re-organized the local employment service offices into 10 regions 
which coincide with the 10 LWIAs. The local employment services are managed by 
OET regional administrators. OET staff and partner agency staff collaborate to 
address issues related to system integration, collaborative marketing, capacity 
building, services, staffing, accountability, universal access and administrative 
decisions.     
 
Within each local area, services are integrated through a memorandum of 
understanding (MOU) between Wagner-Peyser and WIA Title I staff and other 
partners to provide unduplicated services for adults and dislocated workers. Each 
local board is required to develop a regional plan and strategy that outlines how 
partners will use resources to meet job seeker, employer and economic growth needs 
of the area through a system-based approach.  
 
Resource Sharing Agreements (RSAs) are developed by one-stop partners to 
efficiently allocate costs for shared resources necessary to deliver core services.   
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Wagner-Peyser and WIA re-employment services are integrated and coordinated with 
the Commonwealth’s UI program for seamless service. OET administers the Trade 
program through an integrated service delivery system with the WIA Dislocated 
Worker program. Each of the 10 regions develops a plan to provide consistent 
services in an efficient manner. Participants in Trade approved training are enrolled 
in the WIA Dislocated Worker program and receive assessment, career counseling 
and case management services. Trade training funds are passed to local boards for 
payment of TAA approved training. 
 

ii.  Intensive Services.  Describe state strategies and policies to ensure adults and dislocated 
workers who meet the criteria in §134(d)(3)(A) receive intensive services as defined. 

  
Intensive services consisting of, at minimum, the services identified in WIA Section 
134(d)(3)(c) are available to eligible unemployed adults and dislocated workers who 
are unable to obtain employment through core services. To receive intensive services, 
an individual must first receive a core service.   
 
The following is a list of intensive services that may be provided in the 
Commonwealth’s one-stop career centers:   

 comprehensive and specialized assessments of the skill levels and service 
needs including diagnostic testing and use of other assessments tools and in-
depth interviewing and evaluation to identify employment barriers and 
appropriate employment goals, 

 group or individual counseling and career planning, 
 development of an individual employment plan, 
 short-term prevocational services, 
 out-of-area job search assistance, 
 literacy activities related to basic workforce readiness, 
 relocation assistance, 
 internships, and 
 work experience. 

 
Emphasis is placed on comprehensive (comp)-assessment, career counseling and the 
use of skill assessment tools such as WorkKeys and National Career Readiness 
Certification (NCRC) to determine which services (core, intensive or training) are 
appropriate.  Barriers to employment in connection with disabilities will be 
considered in the initial assessment. The number of times a customer is referred to a 
job may also indicate a need for intensive (or additional) services. 
 
One-Stop partners coordinate and offer workshops at least weekly to provide group 
training and assistance with resume writing, interview skills, job search, networking, 
etc. The offerings are based on local customer needs and the schedules are posted on 
the OET website for each location, in each center and promoted through free local 
media spots. Customers may be referred by any partner and other “walk-in” job 
seekers may participate as seating is available. 

 
iii. Training Services.  Describe the governor’s vision for increasing training access and 
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opportunities for individuals including the investment of WIA title I funds and the 
leveraging of other funds and resources. 

  
The Governor’s strategy is to align the investment of workforce development resources, 
including WIA title I, to support sector strategies and demand occupations. Training 
funds targeted to specific groups such as veterans and ex-offenders are promoted through 
outreach efforts and identification of potentially eligible individuals to maximize training 
opportunities by leveraging other funds.  
 
Programs such as the Veterans Retraining Assistance Program (VRAP) and the Rapid 
Response Additional Assistance funds are promoted to encourage maximum utilization of 
all available training funds to provide opportunities for more individuals.   

 
The overhaul of the ETPL policy and procedures is vital to investing WIA title I funds 
wisely in programs with proven performance that prepare individuals to meet the needs 
of employers in target industry sectors.  The priority is to increase access and 
opportunities for individuals in training programs that will prepare them for high demand 
occupations, sustainable wages and career ladder goals. 

 
Prior to referral or placement in training opportunities, effective assessment and testing 
are performed to ensure participants’ successful completion of the training program 
leading to obtainable employment goals.  Through partnerships with Adult Education, 
KCTCS and local boards, OET administers the National Career Readiness Certification 
to verify the skills and employability of its workforce to employers anywhere in the 
United States. NCRC is a workforce development tool to assist in up skilling residents 
and bringing new companies and opportunities to the Commonwealth. 
 
The Commonwealth will continue to maximize training opportunities by encouraging 
non-credentialed training related to Adult Basic Education, GED (General Equivalency 
Degree) Preparation, Literacy Training and/or ESL (English as a Second Language) 
Training.   These include: 

 Accelerating Opportunity Kentucky 
 On-the-Job Training 
 Incumbent and Customized Training 

 
iv. Eligible Training Provider List.  Describe the state’s process for providing broad 

customer access to the statewide list of eligible training providers and their performance 
information including at every one-stop career center. (§112(b)(17)(A)(iii).) 

 
An overhauled process to collect and maintain current, accurate, verifiable and complete 
provider/program data will be implemented in PY 2013.  The process will empower 
individuals by giving them current, accurate and relevant information to make sound 
choices for their individual training, education and career plans.  The proposed policy 
emphasizes informed customer choice, performance accountability, and continuous 
improvement. 
   
OET will accept nominations and updates for the state ETPL from local boards 
throughout the year.  The state ETPL, including performance information, will be 
accessible to the public, online customers, one-stop career center customers and to all 
LWIBs.   Local boards may display additional information to their customers that the 
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local board considers appropriate.  The Kentucky P-20 Data Collaborative online system 
will be utilized for this purpose and will draw data from multiple sources.   
 
OET will update the state ETPL to include initial listings, de-listings and changes in data 
elements.   The ETPL is available to all interested partners and customers at 
http://dws.ky.gov/provider.asp. 

  
v. On-the-Job (OJT) and Customized Training (§ 112(b)(17)(A)(i) and 134(b).)  Based on 

the outline below, describe the state’s major directions, policies and requirements related 
to OJT and customized training. 

   
a. Describe the governor’s vision for increasing training opportunities to individuals 

through the specific delivery vehicles of OJT and customized training.  
  

The Commonwealth encourages local boards to increase training opportunities for 
individuals through greater utilization of on-the-job training (OJT). By giving the 
participant an opportunity to receive training while starting a full-time career, not 
only does the participant benefit, but the participating business benefits as well by 
receiving a reimbursement.  Employers with 50 or fewer employees are reimbursed 
up to 90 percent, up to 75 percent of the costs for employers with 51-250 employees 
and businesses with more than 250 employees would be reimbursed at the 50 percent 
rate.  The reimbursement is to compensate for the extraordinary costs associated with 
training participants and the costs associated with the lower productivity of the 
participants.   
 
In order to increase these training opportunities, the state assists local areas in the 
development of business services that are delivered through the local one-stop 
system. Interaction at the local level with existing business and industry 
representatives increase the communication of available training services designed to 
meet local labor demands. 
 
The Commonwealth requested and received a waiver of the required 50 percent 
employer match.  The waiver eliminates the current 50 percent employer contribution 
requirement for customized training and substitutes a sliding-scale contribution based 
on the size of employer.  The waiver has afforded more customized training 
opportunities for smaller businesses or businesses with smaller training budgets. 

 
b.   Describe how the state:  

1.  Identifies OJT and customized training opportunities; 
  

The Commonwealth uses a pro-active system that matches needed skill sets with 
employer’s needs. Each local board will identify and prioritize on-the-job (OJT) 
and customized training (CT) opportunities for companies paying higher wages 
and those in high-demand business sectors. At-risk companies are also prioritized 
for customized training as part of strategies for layoff aversion. Career centers 
have trained and tenured business liaison staff who are familiar with local 
business needs.  Staff is trained in job development techniques and applies 
knowledge and best practices from past OJT National Emergency Grant 
experiences. 
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2.   Markets OJT and customized training as incentives to untapped employer pools 
including new business to the state and employer groups; 

  
The Commonwealth is exploring the use of informational videos posted online to 
reach untapped employer pools and new businesses.  The videos would include 
testimonials from employers and affected workers who have benefitted from 
OJTs and customized training.  Joint ventures with local employer associations, 
chambers of commerce, economic development, and other local and state groups 
may provide innovative opportunities. An ongoing partnership with state and 
local economic development officials is a proven strategy in communicating and 
marketing these services to new and expanding business and industry. 

 
3.   Partners with high-growth, high-demand industries and economically vital 

industries to develop potential OJT and customized training strategies; 
  

Businesses targeted through the Sector Strategies initiative and the Economic 
Development Unbridled Future Strategic Plan are offered customized training 
options for their employees. Partnerships and collaboration with local employer 
associations, chambers of commerce, economic development, and other local and 
state groups, as part of the training process, ensures identification of skills gaps in 
competency and curriculum development. An ongoing partnership with state and 
local economic development officials and relationships cultivated by the business 
services teams are proven means for communicating and marketing these services 
to new and expanding business and industry. 

 
4.   Taps business partners to help drive the strategy through joint planning, 

competency and curriculum development; and determining appropriate lengths of 
training, and 

 
Through new and existing industry partnerships, the Commonwealth has 
developed a network that provides placement and assessment of jobs and 
individuals to meet the employment needs of a community.  Business partners are 
part of the planning process to ensure identification of skills gaps in competency 
and curriculum development. 

 
Input from KCTCS, USDOL, Economic Development, Trade and other business 
partners has proven useful in developing curriculum.  Resources such as O*Net 
are being used in the development of curricula and training. 

   
5.   Leverages other resources through education, economic development and 

industry associations to support OJT and CT ventures. 
    

The WORKSmart Kentucky plan includes cross agency and business sector 
statewide initiatives that support OJT and CT ventures. 

 
vi. Veterans’ Priority of Service.  What policies and strategies does the state have in place 

for the state workforce agency or agencies, LWIBs, and one-stop career centers to ensure 
that priority of service is provided to veterans and eligible spouses for all employment 
and training programs funded by DOL, pursuant to the Jobs for Veterans Act (P.L.107-
288) (38 USC 4215) and the requirements of the Jobs for Veterans Act regulations 20 
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CFR 1010.230?  The description must include: 
   

a. How the state policies ensure that covered persons are identified at the point of entry 
and given an opportunity to take full advantage of priority of service. 
 
Local office and one-stop staff funded by DOL programs provide appropriate 
services to veterans. Priority is given to covered persons by giving preference over 
non-veterans for workforce development services, which include registration, job 
referral, guidance, counseling, dislocated worker services, referral to supportive 
services, job development, job search workshops, and resume preparation. Local 
veterans employment representatives (LVERs) train workforce staff on veterans’ 
priority of service. The Commonwealth’s Focus/Talent provides priority by listing 
veterans first in lists of eligible job seekers for employers conducting a resume 
search. 
 
All recipients of DOL funds for employment and training programs are required to 
identify covered persons at the point of entry to programs and/or services so the 
covered person can take full advantage of the priority of service. Point of entry 
includes physical locations, such as one-stop career centers, as well as websites and 
other virtual service delivery resources. After identification, the client is given a 
questionnaire that provides a screening process to identify people who are eligible to 
receive priority of service.  A review the Veterans Priority of Service Eligibility form 
determines the applicant’s status and qualification for quality service. 

  
b.  How the state policies ensure that covered persons are aware of:  
       a. Their entitlement to priority of service;  

b. The full array of employment, training, and placement services available 
under priority of service; and  

c. Any applicable eligibility requirements for those programs and/ or services. 
 

At the initial contact point, staff informs covered persons of their entitlement to 
priority of service and the full array of employment, training and placement services, 
and any applicable eligibility requirements for those programs or services. 
 
Covered persons using online services are automatically provided an informational 
screen advising them of their entitlement to the full array of employment, training and 
placement services, and any applicable eligibility requirements for priority of service. 
 
OET monitoring teams and veterans’ program staff monitor for priority of service 
compliance in multiple ways. Each quarter, the number of job referrals, staff assisted 
services provided and placement rates for covered persons is compared to the same 
services provided to non-covered persons.  All offices are monitored through monthly 
reports and twenty percent of the offices receive a comprehensive compliance 
evaluation each year.  An annual self-assessment is completed by each local office 
manager and the JVSG staff.   
 
Any deficiencies are reported to local, regional and state managers and a corrective 
action plan is prepared in collaboration with the state Director of Veterans’ 
Employment and Training.  Technical assistance is provided by the state coordinator 
for underperforming offices. 
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c.     A description or copy of the state's policy requiring LWIBs to develop and include 

policies in their local plan to implement priority of service for the local one-stop 
career centers and for service delivery by local workforce preparation and training 
providers.  

 
State JVSG staff offer technical assistance to ensure that all one-stop career center 
staff, funded directly, in whole or in part, by the Department of Labor, give veterans 
and eligible spouses priority of service for all federal workforce services. The state 
monitors service delivery points DOL funded workforce programs to ensure that 
local staff carries out priority of service to veterans as specified in the Jobs for 
Veterans Act and related regulations. 

 
OET monitoring teams monitor LWIBs for priority of service compliance in 
multiple ways. Each quarter, the number of job referrals, staff assisted services 
provided and placement rates for covered persons is compared to the same services 
provided to non-covered persons using the assessment model developed for the 
JVSG program.  All offices are monitored through monthly reports which include 
customer services provided by all career center staff and twenty percent of the 
offices receive a comprehensive compliance evaluation each year.     
 
Any deficiencies are reported to local, regional and state managers and a corrective 
action plan is prepared in collaboration with the state Director of Veterans’ 
Employment and Training.  Technical assistance is provided by the state WIA 
programs specialist, with assistance provided by the state veterans’ program 
coordinator for underperforming LWIBs. 
 
All staff in the Commonwealth’s career centers assists veterans. This is especially 
important now with many armed services personnel and reservists returning from 
active duty.   
 
The Commonwealth expanded the annual JVSG conference to include labor 
exchange and LWIB staff in order to better integrate career center services for 
veterans. This provides an opportunity for DOL funded staff to learn the latest 
initiatives and issues of importance in the veterans’ community.  
    
Each LWIB must establish written policies ensuring priority of service for eligible 
veterans. The annual review process allows state staff to ensure that service priority 
is carried out locally in accordance with federal laws and policy guidance. Covered 
persons (veterans and eligible spouses) are identified at the initial point of contact so 
that priority of service can be provided. In addition, special initiatives emphasize 
connecting veterans to career pathway opportunities aligned to high-demand jobs. 

  
vii. Rapid Response.  Describe how the state provides Rapid Response services with the 

funds reserved under section 133(a)(2).  
 

a. Identify the entity responsible for providing Rapid Response services.  Describe how 
Rapid Response activities involve local boards and Chief Elected Officials.  If Rapid 
Response activities are shared between the state and local areas, describe the 
functions of each and how funds are allocated to the local areas. 
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The state Rapid Response unit, within OET, is directly responsible for ensuring that 
Rapid Response is provided by the local workforce delivery system and serves as the 
primary contact for all Rapid Response activities. The Rapid Response activity in the 
Commonwealth is designed to connect the displaced worker to services that will 
assist  transition to new employment following either a permanent closure or mass 
layoff, approved Trade-impacted events, or a natural or other disaster resulting in a 
mass job dislocation. 
 
Each local workforce area has a Rapid Response team that is responsible for the 
coordination of Rapid Response activities with the LWIB and appropriate locally-
elected officials. The team has a local area coordinator who is responsible for the 
ensuring the team’s Rapid Response delivery is prompt and meets the needs of the 
community, employers and workers. The local area coordinator notifies/reports Rapid 
Response activities through EKOS and other avenues of communication with the 
state.  OET allocates funding to the local areas for Rapid Response activities. 

 
b.   Describe the process involved in carrying out Rapid Response activities.  

1.  What methods are involved in receiving notice of impending layoffs (include 
WARN Act notice as well as other sources)?  

 
OET receives notices of impending layoffs via WARN Act notices, media 
releases, the Governor’s office and referral for services from supporting partners, 
i.e. KCED, Labor Market Information programs, local boards, and chief elected 
officials. OET informs local team coordinators of the impending layoff and they 
contact the company to develop a plan appropriate for the employer, communities 
and workers. 
 
In addition to alerting the local Rapid Response team coordinator, impending 
layoff notices are communicated to cabinet leadership, KCED, WIA directors, 
OET regional managers and others specifically requesting to be included on the 
notification list. Relevant local community agencies are notified. 
 
Not every impending layoff is communicated to the Rapid Response team or state 
agencies through the channels described above.  Before lay-off aversion strategies 
can be developed, the at-risk employer must first be identified.  Useful 
information can be gleaned from a variety of sources including labor market 
information to identify sectors in decline. 
 
Becoming proactive in identifying at-risk businesses and to truly be effective in 
averting layoffs, the Business Services strategy must include services and 
resources to assist at-risk businesses.  In addition to incumbent worker training, 
services should include tools for debt restructuring and increasing cash flow (low 
interest loans, revolving loans and angel investors), marketing assistance to 
develop new markets (diversification, exporting assistance, etc.) and operational 
review (LEAN Process, etc.), succession planning (including Employee Stock 
Ownership Plans).  These services are critical for meaningful and effective layoff 
aversion.  KEWDC plans to incorporate these services in the statewide unified 
business services teams. 
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Foundational elements of unified business service/economic development teams 
include clearly established team members’ roles.  Teams will include economic 
and workforce professionals along with education partners such as the KCTCS 
and KYAE. 

 
2.   What efforts does the Rapid Response team make to ensure that rapid response 

services are provided, whenever possible, prior to layoff date, onsite at the 
company, and on company time? 

 
Currently, the Commonwealth has a decentralized Rapid Response process that 
allows for a quicker response at the local level. The local Rapid Response team 
coordinator (or designee) ensures that Rapid Response services are provided as 
quickly as possible. The local coordinator immediately contacts the company 
upon learning of an actual or possible dislocation. Whenever possible, all contact 
occurs prior to a layoff date, is onsite at the company and is on company time. 
The team is trained to react quickly and offer a customizable service that fits the 
needs of the employees and the company. 
 
The team’s first step is an on-site employer meeting with the company to explain 
the Rapid Response process and services and how the services can be most 
successful.  The team discusses resources and services available to help the 
employer manage the layoff and identify the specific needs of the affected 
employees. Using information gained from the onsite meeting, the Rapid 
Response team develops a plan of action for delivering necessary services to the 
workers through an employee Rapid Response meeting. 
 
The KWIB has initiated a Business Services Redesign initiative to improve the 
delivery of Rapid Response services in the Commonwealth. The strategic benefit 
will be to maximize the Commonwealth’s rapid response resources aligning them 
with economic development goals around business development resulting in a 
more proactive systemic approach. 
 
The Business Services Redesign was launched in summer 2011 to improve 
alignment with economic development.  The intent of the initiative was give 
Kentucky companies have access to services throughout the business lifecycle.  It 
was quickly recognized that in order to meet its intent, however, the initiative 
must be recast to examine all business services.  Rapid Response activities are a 
necessary component to business services but they often occur too late in a 
company’s decision making.  Developing  proactive relationships with employers 
will help position the workforce system as a trusted, reliable partner to 
employers. 
 
Many of the Commonwealth’s regions have formed or are in the process of 
developing proactive ways to serve employers.  Some have developed successful 
and on-going relationships with economic developers to jointly respond to 
business.  Others have created formal networks to discuss and address the needs 
of the employers.  These processes differ from region to region due to local 
dynamics, unique assets and existing relationships.  Business Services Redesign 
is an opportunity to offer consistency to partners and most importantly, the 
Commonwealth’s businesses while maintaining flexibility to serve businesses in 



117 
 

ways tailored to each region’s environment. 
 
No one agency, organization or individual can successfully serve all of an 
employer’s needs.  Utilizing the collective resources and knowledge of partners, 
effective Business Services Teams (BSTs) can help sustain the Commonwealth’s 
economic growth and improve the lives of its citizens. 

  
3.   What services are included in Rapid Response activities?  Does the Rapid 

Response team provide workshops or other activities in addition to general 
informational services to affected workers?  How do you determine what services 
will be provided for a particular layoff (including layoffs that may be trade-
affected)? 

  
Rapid Response activities include services from the following agencies: state and 
local economic development, the state and local UI Benefit Program and Labor 
Market Information programs of OET, KYAE, CPE, OVR, local health 
departments, Trade Adjustment Assistance Program; the USDOL Employee 
Benefit Security Administration and LWIA one-stop system Dislocated Worker 
Program services. 
 
The local Rapid Response unit determines what services will best meet the needs 
of the community, employer and affected workers of a particular layoff 
(including layoffs that may be trade affected). This is accomplished by an 
assessment using information gained from the initial employer on-site meeting. 
Appropriate specialized services for a Rapid Response may be developed 
including specialized workshops, job fairs or other enhanced services at the 
request of the company or local officials. 
 
During the initial on-site meeting, the local coordinator assesses whether the 
employer meets the criteria of a Trade impacted employer in accordance with the 
standards established by the Trade Adjustment Assistance Act as amended.  The 
local coordinator assists the employer as needed with the completion and 
submission of a Trade petition to the Office of Trade Adjustment Assistance. 

 
The Business Services Redesign initiative, launched in summer 2011, will better 
utilize the collective resources of the Commonwealth’s workforce development 
system partners.  The goal is to provide support to companies not only as they are 
downsizing pr restructuring during the whole business life cycle. 

 
4.   How does the state ensure a seamless transition between Rapid Response services 

and one-stop activities for affected workers? 
  

The Commonwealth makes certain that there is a seamless transition between 
Rapid Response services and the one-stop activities for affected workers by 
immediately directing the affected workers at the Rapid Response meetings to the 
local one-stop system for supportive services. The description of one-stop 
services is provided to both employees and employers during their respective 
informational meetings. Information regarding how to file for unemployment 
benefits and assessment of needs are provided at the employee meeting if 
applicable. Employees are registered with Focus/Career at a Rapid Response 
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meeting prior to layoff, when possible. Having all Rapid Response meetings 
conducted at the local level allows one-stop staff to make a personal connection 
and build relationships with employees and employers. 

 
5.   Describe how Rapid Response functions as a business service.  Include whether 

Rapid Response partners with economic development agencies to connect 
employees from companies undergoing layoffs to similar companies that are 
growing and need skilled workers.  How does Rapid Response promote the full 
range of services available to help companies in all stages of the economic cycle, 
not just those available during layoffs?  How does the state promote Rapid 
Response as a positive, proactive, business-friendly service, rather than only as a 
reactive service? 

  
The Commonwealth’s state Rapid Response unit functions as a service for 
business within the OET and partner agencies. KCED refers to Rapid Response 
as a last resort after layoff aversion strategies have been exhausted for employers. 
Rapid Response’s positive, proactive business–friendly service is promoted when 
Rapid Response can provide labor pool data to KCED. The data is used to verify 
an existing skilled workforce in a particular area for employers wishing to 
relocate to the area or to expand and/or upgrade operations.  KCED  plays a vital 
role at both the local and state levels. 

 
The Commonwealth is currently working with the local economic development 
entity to utilize WorkKeys job profiling system and the NCRC to assist in finding 
the most qualified employees for a new employer considering a move to the 
community. 
 
WIA Statewide Reserve funds of $100,000 have been earmarked for local areas 
for planning strategies to support the local Business Services Redesign structure.  
The intent of these funds is to create unified BSTs to develop strategies to support 
Kentucky companies throughout the business lifecycle as opposed to 
predominantly at times of dislocation. 
 
Regional stakeholders understand the power of approaching businesses as a 
united front and the need to eliminate the duplication of services.  Many regions 
are currently working collaboratively as a BST.  Some teams have been 
informally but successfully working together for many years.  Others are 
developing formal infrastructures for teamwork.  In the regions that are not 
currently doing so, workforce development professionals are eager to work more 
closely with partners.   
 
Because of unique environments and existing relationships, the frameworks for 
collaboration and the partners involved currently vary across the Commonwealth.  
Business Services Redesign provides options which can bring consistency to 
partners and the customer. 
 
The Commonwealth intends to create an internal Business Services Resource 
Guide template to catalogue all known business services resources. The guide 
will have information about statewide services, including workforce 
development, economic development and education.  LWIBs should then add 



119 
 

local services and resources to the guide.  To assist the BSTs, the guide will be 
organized by phases in the business lifecycle, then by subtopic for easy reference.  
The guide will include any eligibility criteria to assist BST members.  The guide 
will also contain standardized descriptions, which can be used when preparing 
business proposals. 

 
6.   What other partnerships does Rapid Response engage in to expand the range and 

quality of services available to companies and affected workers and to develop an 
effective early layoff warning network? 

  
Rapid Response engages in several partnerships to expand the range and quality of 
the services available to companies and affected workers and to develop an effective 
early layoff-warning network. Partnerships have been established with KCED, the 
Labor Market Information programs of the OET, local boards and chief elected 
officials to meet the needs of the employer and employee. 
 
The Business Services Redesign initiative intends to move the Rapid Response 
system from a fundamental to an enhanced level of performance at both the state and 
local levels.  The Commonwealth intends to evaluate and enhance delivery structure 
based on best practices across the country focusing on the following elements: the 
infrastructure; relationships with stakeholders; policies and procedures; gathering 
intelligence; promoting the services; assessing potential dislocations; and analyzing 
worker survey data.  The intent of this redesign is to maximize the Commonwealth’s 
rapid response resources by aligning them with business development goals resulting 
in a more proactive systemic approach. 
 
The one-stop Certification Standards call for workforce investment areas to establish 
an organized BST.  The teams are composed of four core partners representing  OET, 
WIA, KCTCS and representatives from either economic development organizations 
or chambers of commerce.  In addition to the core partners, the one-stop Certification 
Standards outline “extended” BST partners included representation from a wide range 
of agencies such as Adult Education, OVR, veterans, or OFB. 
 
When targeting local businesses, the BST will identify companies in the region that 
are either at-risk or have the potential for growth.  BSTs should prioritize businesses 
that fall within their targeted sectors.  In addition to targeted sectors, information 
sources and data triggers can help BSTs recognize companies that are poised for 
growth or under stress.  The indicators below are suggested in the U.S. Department of 
Labor’s Layoff Aversion Guide. 
 
 Labor market information available from both the state-level and the LWIB can 

be used to determine employment growth or decline within a sector, occupational 
demand, etc. 

 In addition to indicating the need to offer Rapid Response services, WARN 
notices can be analyzed to identify trends within industry sectors, region or 
occupations. 

 Trade Act Petitions can be accessed online at www.doleta.gov/tradeact. 
 Unemployment insurance claims can also be analyzed for trends in a sector or 

even particular company, using Standard Industry Classification codes or other 
occupational codes. 
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 Public loan defaults can be accessed to identify companies that are experiencing 
financial stress.  This information is typically available from a state’s 
development department, but may require or sharing agreements. 

 Financial stress indicators from Dun and Bradstreet (D&B) reports are 
particularly useful showing indicators of stress or growth based on a number of 
factors.  While D&B is a propriety data source and involves associated costs, the 
data are used by several national best practices as the foundation for targeting 
businesses. 

 Utility companies can identify usage drops which may indicate fewer shifts or 
equipment usage.  They can also identify uptick in usage which sometimes 
suggests new or expanded production lines, hours, etc. 

 A company’s customers, supplies or employees may learn if it’s in trouble.  
Comments about reduced hours, products, services or payments may be 
indicators that the company is at-risk. 

 The U.S. Industrial Outlook can be used to analyze current and forecasted trends 
for U.S. industries by four-digit SIC code. 

 Local media outlets (newspapers, business journals, etc.) often report on 
significant changes in local companies such as a new management team/structure, 
new product lines, ads for job openings, compliance issues or legal troubles. 

 A company’s annual and quarterly reports provide financial information.   
 Local bankers, accountants or attorneys can be a good source of information for 

companies that may be considering expansion projects, mergers or acquisitions or 
may be in financial trouble.  These sources can be especially helpful in 
identifying smaller businesses that can benefit from BST’s services. 

 Systems such as Synchronist build in predictive indicators based on evidence-
based set of questions, which can be used by BST teams.. 

 Job boards can provide useful early indicators based on employee resume 
postings from particular companies. 

 
7.   What systems does the Rapid Response team use to track its activities?  Does the 

state have a comprehensive, integrated management information system that 
includes Rapid Response, Trade Act programs, National Emergency Grants, and 
one-stop activities? 

    
Rapid Response activities conducted by the local area and OET staff are recorded 
in the EKOS for tracking.  The system is a comprehensive integrated 
management and reporting system that allows one-stop partners to share 
information on one-stop activities.  However, all Business Services 
representatives from various agencies do not have access to EKOS.   
 
The Commonwealth will explore off-the-shelf tools versus in-house technology 
solutions supporting customer relationship management systems such as 
Executive Pulse and Sales Force.  The state will use cost/benefit analysis to select 
the best option.  If an off-the-shelf tool is selected, we will follow state 
procurement processes will be followed. 

   
The Commonwealth will engage stakeholders at every level to develop a tool that 
delivers an assortment of services.  This engagement will assure user-friendly, 
intuitive interfaces and multi-dimensional input from partners such as the DWI, 
KCTCS, KYAE, economic development organizations, chambers of commerce 
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and LWIAs. 
  

This platform will support the established business visitation\contact information 
needs, track solutions-based service work and facilitate communications among 
team members. The Business Services teams will be trained to effectively use 
real-time data, facilitate sector selection, ensure employer assessed talent needs 
are clear, provide organizational support to targeted sectors, align education and 
training needs with sectors, align business services with sectors and plan for 
continuous improvement and sustainability. 

 
8.   Are Rapid Response funds used for other activities not described above; e.g., the 

provision of additional assistance to local areas that experience increased workers 
or unemployed individuals due to dislocation events?  

  
Rapid Response Additional Assistance funds are provided to LWIAs that 
experience increased numbers of unemployed individuals due to dislocation. 
These funds provide direct services to participants, if there are not adequate local 
funds to assist the dislocated workers. National Emergency Grants are developed 
and written for communities or situations that require funding where other 
funding sources have been exhausted. 
 
Through a waiver, up to 20 percent of Rapid Response funds may be used for 
incumbent worker training connected to layoff aversion. 

 
d.   Veterans Programs.  For the grant period FY 2005 - FY 2009, states submitted five year 

strategic plans to operate Disabled Veterans’ Outreach Programs (DVOP) and Local 
Veterans’ Employment Representative (LVER) programs under the Jobs for Veterans 
Act.  These plans may be incorporated by reference as part of a state’s Unified Plan.  
Modifications to these five year Jobs for Veterans Act plans will be managed in 
accordance with policy guidance from the Veterans’ Employment and Training Service.  

    
DVOPs and LVERs are integral to the state and local workforce systems.  Service 
strategies and staff activities comply with federal veterans’ laws, regulations and the 
federal veterans grant.  The updated FY 2010-2014 Jobs for Veterans Service Grant 
(JVSG) plan will be submitted to the National VETS office and incorporated by reference 
as part of the Commonwealth’s Unified Plan.  Additional modifications to the five year 
Jobs for Veterans Act plans will be managed in accordance with policy guidance from the 
Veterans’ Employment and Training Service. The OET and local boards have established 
policies and procedures to ensure that eligible veterans receive priority for all workforce 
programs or services funded, in whole or in part, by DOL. 

 
DVOPS provide services at locations in accordance with the federal grant provisions.  
Out-stationing at the Department of Veterans Affairs, Vocational Rehabilitation and one-
stop career center sites remains a priority.  These sites provide the opportunity to reach 
sectors of the veteran population that might not come into local workforce offices.  OET 
provides two statewide program coordinators dedicated to a specific role to provide 
guidance for either the DVOP or LVER services. 
 
Many individuals in the veteran population are members of other target group categories 
as well, such as dislocated workers, persons with disabilities or older workers.  Veterans 
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receive services using the three-tiered labor exchange strategy that includes self-service, 
facilitated self-service and staff-assisted service.  All available resources are used to 
provide high-quality services to this important customer group. 
 
Like other states, Kentucky is challenged to address the needs of returning soldiers from 
deployment in Afghanistan and Iraq.  A Veterans Interagency Workgroup composed of 
representatives from organizations including OET, Kentucky Department of Veterans 
Affairs, KCED, Small Business Development Center, Employer Support of the Guard 
and Reserve, the Governor’s Office, Department of Defense Yellow Ribbon Program and 
KCTCS meet to share information about services, activities and initiatives to assist these 
individuals in their transition to civilian life. The group collaborates to provide an array 
of services not only for veterans, but for spouses as well, believing that support to 
stabilize the family is crucial to a successful transition.  Special job fairs and events have 
been and will continue to be scheduled that include one-stop, community, state and 
federal partners to address many issues including job counseling and referral, training 
opportunities, information on financial assistance for training, health services and 
community resources. 

 
e.   Youth.  ETA’s strategic vision identifies youth most in need, such as youth who are: out-

of-school, at risk, in foster care or aging out of foster care, offenders, children of 
incarcerated parents, homeless, and migrant and seasonal farm worker youth as those 
most in need of service.  State programs and services should take a comprehensive 
approach to serving these youth, including basic skills remediation; helping youth stay in 
or return to school, employment, or internships; and helping youth attain a high school 
diploma or GED, postsecondary vocational training, Registered Apprenticeship, or 
enrollment in community and four-year colleges.  (§112(b)(18).)  

 
i.    Describe the state's strategy for providing comprehensive, integrated services to 

eligible youth, including those most in need as described above.  Include any state 
requirements and activities to assist youth who have special needs or barriers to 
employment, including those who are pregnant, parenting, or have disabilities. 
Include how the state will coordinate across state agencies responsible for workforce 
investment, foster care, education, human services, juvenile justice, and other 
relevant resources as part of the strategy.  (§112(b)(18).)  

 
The state delegates responsibility to each local area to develop youth programs and 
services to assist the most-in-need youth in their community.  This includes accessing 
services that will enhance and/or expand the education, employment skills and 
opportunities that help prepare youth to meet the demands and needs of local 
employers. OET continues to provide guidance, technical assistance and support to 
the local workforce areas as determined or requested. 
 
In 2009 KWIB approved four strategic goals. These were approved by the Governor 
and implementation is ongoing.  
 
Strategies to improve services, collaboration, delivery and access to those most-in-
need youth have been integrated into all four strategic goals, either directly or 
indirectly. In order to provide determining factors for the goals of the strategic plan, a 
series of objectives were developed.  Each set of objectives supports a specific goal 
and provides the framework for the development of the action steps and a basis for 
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monitoring and evaluating the implementation of the plan by the KWIB on behalf of 
the Governor.  
 
Below is a list of the four goals and the specific strategic objectives that relate to 
youth and the Commonwealth’s dedication to implementing a comprehensive 
approach to the ETA strategic vision. This wide-ranging strategic plan process 
included stakeholder meetings to gather ideas for ways to make the system more 
responsive to customer needs and engaging for partner organizations.  The five 
stakeholder groups included:  economic development professionals, KCTCS, LWIBs 
and directors, partner agencies, and members of the former KWIB.    
 
Goal 1:   Align the Commonwealth’s workforce development system with 
Kentucky’s education objectives. The specific youth-impacting objectives associated 
with this goal are: increase communication and collaboration between workforce 
boards and boards of education, technical education, postsecondary education and 
economic development; increase the number of postsecondary and work-ready high 
school graduates; promote educational options, including technical education, two-
year and four-year college apprenticeships;  increase awareness of educational and 
skills requirements for high-demand jobs, as well as those in emerging industries; and 
establish the concept of life-long learning as a norm in the 21st century. 
 
Goal 2:  Align the Commonwealth’s workforce development system with economic 
development strategies. The specific youth-impacting objectives of this goal are: 
refine and promote evolving methods of projecting jobs and training needs of the 
future; and increase opportunities for entrepreneurship in a culture of innovation. 
 
Goal 3:  Simplify the workforce development service delivery system. The specific 
youth- impacting objectives of this goal are: simplify online services and  focus on 
innovative user-friendly applications; transform the identity of the  “unemployment 
office”; increase the awareness and use of online job matching and training services; 
reduce confusion and information overload for those unfamiliar with the system; and 
increase communications among all service delivery points. 
 
Goal 4: Improve service to achieve a customer centered delivery system. Specific 
youth-impacting objectives of this goal are: increase use of online tools and 
resources; and provide up-to-date resources for all clients and develop benchmarks 
and base-line standards for consistency within the system (physical, program and 
customer services) while allowing for local and regional adaptation. 
 
Objectives were established to bring focus to the essential components of each goal.  
These strategic youth-focused objectives and the subsequent, related action steps 
uniquely fit the needs of many youth. Those that are projected to or are currently 
meeting the needs of youth at both the state and local levels are listed below.   

 sector strategies were developed, with specific initiatives, to meet the skill, 
recruitment and retention needs of employers and the training, employment 
and career advancement needs of workers: 
o Northwest Kentucky Training Consortium (NKTC) Industry Partnership 

Grant – advanced manufacturing sector.  NKTC was formed to create 
training opportunities that will meet employer needs and strengthen the 
skill level of the current and future workforce.  This one year grant runs 
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from February 1, 2012 through January 31, 2013.  One of the goals of this 
initiative is to partner with high schools and postsecondary institutions to 
enhance the available workforce and communicate needs of local 
industry.  The partnership will work with high schools to increase 
knowledge of local industries and skills needed for employment through 
career fairs, internships, speakers at the schools and other opportunities. 
The local WIB is an active member and serves as the fiscal agent for this 
grant. 

o Northern Kentucky Industrial Park Association (NKIPA) Industry 
Partnership Grant - manufacturing sector. NKIPA will conduct a 
quantitative pipeline survey to determine how to fill the skilled job 
openings.  This survey will focus on secondary high schools including the 
area technology center to determine the perception of manufacturing as a 
career.  Those surveyed will be the various Northern Kentucky school 
systems that would include superintendents, principals, guidance 
counselors, teachers, students and parents.  There will also be qualitative 
surveys in a series of focus groups that will allow for group discussions 
on the reason why manufacturing is not pursued as a career choice as 
compared to health care and other professions.  The focus group will 
consist of students, parents and teachers.  Analysis of survey results will 
be compiled and utilized. The local WIB is an active member and serves 
as the fiscal agent for this grant.    

o Medical Career and Science Institute (MCSI) was created by the 
Bluegrass Healthcare Consortium to provide students an opportunity to 
“jump start” their career in the health field.  MCSI is a one-week non-
residential health careers camp designed for middle school students who 
are seriously interested in pursuing a career in health care.  It provides an 
opportunity for students to explore the variety of careers in health 
professions and to learn some of the educational requirements leading to 
those careers. Sessions will occur in a clinical, classroom and lab setting.  
The focus of clinical activities will be to provide the student with hands-
on experience, as well as to observe health professionals in a clinical 
setting.  The MCSI camp was an idea developed by the Bluegrass 
Healthcare Consortium.  Area employers and community partners have 
assisted in the planning, funding and logistics of the camp.  Spencerian 
College has agreed to host the camp while Sullivan College and the 
University of Kentucky have agreed to serve as sites for field trips for the 
participants.  The initiative commenced in June 2012. 
 

 the Commonwealth has completely overhauled its workforce development 
online service delivery by improving and expanding web-based tools and 
services: 
o LWIA staff have reported attending SETA, Workforce3One webinars and 

workforce conference sessions that focus on social networking tools and 
participating in professional development opportunities that keep them 
current and connected with youth.  

o Eastern Kentucky Concentrated Employment Program (EKCEP) Job 
Clubs model and emphasize the importance of connectivity.  

o Kentucky Teleworks – EKCEP’s initiative is an innovative economic 
development strategy that brings telework (work-from-home) jobs with 
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major national and international companies to Kentuckians who live in 
the commonwealth’s most rural and economically challenged counties.  
Because of its previous extensive investment in digital infrastructure, 
Kentucky is uniquely positioned to capitalize on this employment trend. 
In less than a year, Kentucky Teleworks has created more than 80 jobs in 
Kentucky. Kentucky Teleworks began taking shape in July 2010 and 
began operating in earnest in July 2011.  The initiative is growing rapidly 
and EKCEP plans to continue to operate it as an important element in 
their service strategy. 

o An Access database was developed to take the place of the traditional 
paper triage method of customer sign in and is in use in several Kentucky 
Career Centers.  The system provides a method of sign in and notification 
of service requested that is viewable on all Career Center desktops. 

 
 the Commonwealth pioneered the work-ready certificate with the 

implementation of the Kentucky Employability Certificate.  That program 
became a model for other states. ACT, Inc., the organization that administers 
the WorkKeys assessments has expanded upon the Commonwealth’s idea and 
created the NCRC, a nationally recognized credential.  The Commonwealth 
currently has dedicated staff to this single initiative which is administered 
statewide. This system transformation initiative has been well-received by 
LWIAs. Below is a snapshot of some of the current youth-focused NCRC 
goals and activities:  
o A LWIB stated a strategic goal is to provide older youth with the 

opportunity to be career ready if they choose not to enter post-secondary 
after high school.  A local WIA intake specialist has been certified to give 
the NCRC test and has also taken the NCRC test and obtained the Gold 
Level.  The LWIB is partnering with Junior Achievement to conduct the 
JA Success Skills and the Economics for Success in several of the 
alternative schools through the LWIA’s ten counties and the Warren 
County Regional Juvenile Detention Center.  The JA staff will also 
emphasize the value of the NCRC to participants.  Mobile laptops are 
used for testing large groups. 

o Stated LWIA activities will include promotion of NCRC through the One 
Stop and school contacts.  The Management Team of the Career Center 
will have chief responsibility for overseeing and carrying out the tasks 
involved. 

 
 Tech-High. Much like many of our one-stop career centers suffer from an 

outdated identity of “unemployment offices,” the Commonwealth’s 
secondary technology centers also suffer from an outdated identity as the 
place to send the “undesirable” or “not-college-material” students.  In order to 
shift the image, meaningful relationships with Kentucky high schools and 
area technology centers around career development must be established and 
nurtured.  Providing career counselors in all area technology centers, as well 
as those technical education facilities operated by local school boards, should 
be an area of focus for promoting relevant career pathways. It is being 
proposed that full-time counselors be hired for 54 area technology centers. 
o Fix the Pipeline:  Improving High School Transitions/Tech High – LWIA 

stated it shifted its focus on smoothing transition points within the P-20 
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education system, make learning relevant to growth industries and make 
the connection between education, income and prospects for the future. 
Three components were implemented to increase the number of students 
who graduated from high school, submit college applications and enroll 
in college.  The components included a Close the Deal campaign to create 
a strong college-going culture by involving local elected officials, holding 
regional workshops to increase college familiarity and implementing a 
KnowHow2Go marketing campaign to promote the tools needed to 
enhance education transitions. 

 
 Apprenticeship Sales Force seeks to establish a partnership to market the 

benefits of registered apprenticeships to Kentucky businesses.  The 
partnership would also look at marketing this educational/work alternative to 
secondary students through the promotion and development of pre-
apprenticeship programs. Strategic benefits may also include specialty 
training to younger students. As an alternative to traditional postsecondary 
education, registered apprenticeships will appeal to a segment of the 
population concerned about earning a wage immediately while developing 
skills through a combination of hands on experience and classroom work.  
Apprenticeships also offer local workforce agencies an opportunity to discuss 
career pathways and training alternatives with customers. 
o In addition to Kentucky’s identified targeted sectors, all LWIAs have 

identified their local/regional targeted sectors.  This identification along 
with industry partnership grant opportunities and local-focused efforts, 
planning for apprenticeship and pre-apprenticeship activities should 
increase.  

o Strategic goals include increasing communication and collaboration 
between workforce boards and boards of education, technical education, 
postsecondary education, labor organizations and business; promoting 
educational options, including technical education, two-year and four-
year colleges, apprenticeships and specialty training to younger students.   

 
 High School Outreach.  Encourage LWIBs to develop strong working 

relationships with middle and high schools in their regions.  These 
relationships are based on the one-stop career centers’ capability to deliver 
assessment and career exploration services, and the direct linkages to the 
local business community these boards can provide.  Based on strengthened 
relationships, LWIBs position themselves as expert problem solvers by 
targeting services to youth identified by the schools as at-risk of dropping out. 
o One LWIA goal is to seek to educate students and educators from local 

high schools, middle schools, area technology centers, postsecondary 
institutions and other community members who work with youth about 
the many services and options available to the students/drop outs through 
the LWIA Youth Program and Career Centers upon graduation from high 
school. High School Outreach was implemented area wide approximately 
three years ago and expands each year to reach more youth in the eight 
county area.  LWIA staff visit locations, provide brochures and present to 
students and staff on varied topics from job search information to 
choosing the correct career path. LWIA staff has visited in excess of 25 
local educational institutions in the past year and will continue to visit 
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schools in the future, distributing information to libraries, Community 
Action offices, social services offices and Department of Juvenile Justice 
offices.  

o Health Career Exploration Day & Youth Summit – Held at two area 
hospitals, this event consisted of booths displaying information and 
hands-on activities with hospital staff available to discuss a variety of 
career opportunities.  The popular Health Career Exploration Day gives 
high school students a chance to learn about a variety of job opportunities 
in the healthcare field. The Youth Summit is an annual event involving 
area middle and high school students co-hosted with the Owensboro 
Parks & Recreation Department, Youth Council and Kentucky Wesleyan 
College.  This is a youth leadership forum featuring speakers, workshops 
and team building events.  The role of the LWIB is to plan and implement 
the events. 

o One LWIA provides Workkeys Assessment for High School Seniors – 
Workkeys assessments are given to all area high school seniors with the 
goal of starting the process of building in each community a substantial 
workforce with a recognized certificate that is recognized by businesses 
across the country.  This also promotes the board’s goal of being an active 
participant in the College/Career Ready initiative. 

o Student Employability Training (SET) – The program provides 55-minute 
training on the importance of soft skills and making the right impression 
in order to secure a job and achieves success in the workplace.  It 
addresses items such as dressing for success, social media, networking, 
job applications and much more. This program will be delivered to a 
selected county to seniors during the first and second quarters of 2012.  
The program will be altered based on the feedback obtained from the test 
county before being rolled out to the other counties. 

o Steps to Success Youth Competition is a one-day completion of 
individual and teamwork skills that will enhance the youth’s ability to 
compete for employment in today’s job market.  It allows participants the 
opportunity to exhibit the skills they have learned throughout the 
programs in which they were enrolled. This annual event is now in its 
seventh year.  Competition includes public speaking, decision making, 
employment techniques, scrapbook, service learning, logo design, and 
essay and carpet maze. The LWIA staff, youth council, board members 
and community partners serve as judges.  An awards dinner and banquet 
is held directly following the competition to celebrate the achievements of 
the youth.  

o In some counties, local areas also sponsor education summits. 
 

 
 GED Express:  Lodge and Learn.  This initiative is proposed to create an 

opportunity for unemployed individuals without a high school diploma to 
complete their GED in a compressed, four-week timeframe. Three pilot 
projects have been proposed.   

 Work Ready Communities. KWIB provides oversight of the certification of 
communities as “work-ready.”  Communities must apply for this certification 
and meet certain high standards for education attainment and credentialing in 
order to receive the status.  This initiative provides opportunities for 
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recognition of educational options, including technical education, two-year 
and four-year colleges, apprenticeships and specialty training to younger 
students. Several counties have been approved at various levels and interest 
continues at a high level. 
o LWIAs are extremely supportive of this initiative.  Youth programs, 

statewide, have been strengthened as a result of the NCRC link to the 
initiative and the level of recognition and value of technical education, 
two-year and four-year colleges, apprenticeships and specialty training to 
younger students that is part of the certification process. 
 

 Case Management.  This focus will require buy-in at the local and individual 
levels in order to produce a team of case workers who provide consistent 
approaches to service across the system.  As a result youth and all customers 
will receive case management services delivered with consistency by trained 
professionals.  
o Career Advisor Training and Professional Development – LWIA efforts 

are focused on elevating the expertise and level of service provided by the 
LWIA Career Advisors.  Curriculum development and many of the other 
preparations for this initiative began early the previous program year and 
has been engaged in providing Global Career Development Facilitator 
(GCDF) credential training for five years.  The peer-group aspects of this 
initiative are expected to provide useful input and be a part of improving 
the area’s service delivery for the foreseeable future. 

o Career Track is designed to help youth who wish to improve their quality 
of life.  Youth earn career readiness skills through six workshops.  
Participants completing all six workshops will have the opportunity to be 
placed at a worksite through a work experience. 

o Business Services Teams (BST) are dedicated to delivering case 
management services that assist clients with necessary training to enter 
into self- sufficient careers in a new way. Clients are matched to a BST 
team member who specializes in the client’s field of interest.  The 
expertise of the staff provides the client with knowledge of the job market 
and training needed for employment that is not available with a 
generalized case management. 

o Right Choice is a local innovation intended to support work opportunity 
for non-custodial parents through a partnership with the career center and 
the court system.  The Right Choice program guides, counsels and 
educates the non-custodial parents in an attempt to keep them from being 
incarcerated for non-payment of child support. Right Choice attempts to 
assist the individual with obtaining the skills and suitable employment to 
remain employed and continue paying their child support timely.  This is 
a year round project.  LWIA staff goes to court in partnering counties and 
works with the judge and the participants who are court directed and 
interested in turning their lives around.  Career center partner agencies 
provide wrap-around services to allow the individuals to gain the work 
readiness skills to maintain employment.  Through multiple partnerships 
and community support, this local innovation has allowed many families 
to get back on their feet. 

  



129 
 

 The Accelerating Opportunity initiative is a strategic collaboration between 
Adult Education, KCTCS and the workforce system.  The mission is to 
strengthen adult learning through teaching within the context of occupational 
training. The strategic goals of the initiative are to provide stackable 
credentials to adult learners in combination with adult education to increase 
job opportunities and sustainable wages.  LWIAs are reporting that this 
concept is especially useful and appealing for the older youth population and 
success rates are high for this age group. 

 
OET seeks opportunities for cross-agency collaborations that promote youth program 
services.  This is best illustrated by the highly successful 2010 Subsidized 
Employment Program, funded by the Temporary Assistance for Needy Families 
(TANF) emergency fund through the American Recovery and Reinvestment Act 
(ARRA).  The WorkNow Kentucky program was a collaborative effort of the state’s 
workforce and human services agencies.  Kentucky’s KEWDC and the Cabinet for 
Health and Families Services worked together to administer the initiative through the 
state’s 10 LWIBs. Of the 9000 plus, low-income Kentuckians placed in jobs, almost 
6900 were in the 16-24 age group.  
 
LWIAs continue to explore leveraged funding and to seek out grant opportunities for 
programs and services that encourage local businesses in the private sector to help 
youth with summer and year-round employment and services. 

 Encouraged by the success of the above efforts, KentuckianaWorks continued 
to champion expanded summer employment opportunities for youth to add 
significant horsepower to WIA youth programs.  In 2011, the mayor 
spearheaded a fundraising effort that raised over $500,000 in private and local 
government dollars for summer jobs.  This effort helped to put over 200 at-
risk young people – many of them participants in the WIA-youth funded 
year-round program – to work in the summer at government or non-profit 
locations.  2012 plans envisioned the mayor and a team of business leaders 
shifting focus to identify more companies (both for profit and non-profit) who 
will be willing to hire and pay youth during a seven-week summer jobs effort.  
The program would provide the youth participants with an eight-week 
segment curriculum developed by the Kauffman Foundation that teaches 
young people to think like entrepreneurs.  $435,000 had been committed by 
late spring 2012.  

 Career Center Outreach GOALS Program and Owensboro Regional 
Recovery Program (ORR).  The GOALS Program is a partnership with the 
LWIB, Daviess County Detention Center, the Kentucky Judicial System, 
RiverValley Behavioral Health, Family Anonymous, Narcotics 
Anonymous, SPARKY Program, Owensboro Community & Technical 
College, and the Hagar Foundation.  The role of the GRWIB is to provide 
on-site employability skills workshop at the Daviess County Detention 
Center.  The workshop is 16 hours of hands-on intensive employability 
skills training.  The workshop is offered bi-monthly to a class of 9 to 14 
inmates (youth and adults).  The Owensboro Regional Program (ORR) is a 
partnership with the ORR Board, RiverValley Behavioral Health and the 
Homeless Council.  GRWIB presents a monthly orientation and 
employability skills workshop as part of the Lifeskills Program for the 
ORR Program clients at the Kentucky Career Center in Owensboro.  This 
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initiative is on-going. 
 
ii.   Describe how coordination with Job Corps and other youth programs will occur. 

(§112(b)(18)(C).) 
  

Job Corps is a visible partner in several one-stop career centers and is represented on 
a number of LWIBs and youth councils.  Job Corps programs are utilized in the 
referral process for youth who may benefit from their programs and services.  The 
Commonwealth will continue to assist local areas make the connection with Job 
Corps. Job Corps and the Eastern Kentucky Concentrated Employment Program, Inc. 
(EKCEP) LWIA have an exemplary relationship to help at-risk youth who are in 
transition.    
 
The Commonwealth has seven Job Corps Centers.  Local one-stop career center staff 
and Job Corps staff work together to arrange group tours and orientation sessions as 
student schedules allow.  These sessions are tailored to familiarize local youth with 
services and to reiterate system services, nationwide, to those out-of-state Job Corps 
students.  
 
OET encourages local OET offices and LWIAs to include the seven Job Corps 
Centers in planning and notification of job fairs and special local youth programs that 
might incorporate or benefit their students. 

 
iii.  How does the State Plan to utilize the funds reserved for statewide activities to 

support the state’s vision for serving youth?  Examples of activities that would be 
appropriate investments of these funds include:   
a. utilization of the funds to promote cross agency collaboration; 

  
b. demonstration of cross-cutting models of service delivery; 

  
c. development of new models of alternative education leading to employment; or 

  
d. development of demand-driven models with business and industry working 

collaboratively with the workforce investment system and education partners to 
develop strategies for bringing these youth successfully into the workforce 
pipeline with the right skills. 

  
Although limited, funds reserved for statewide activities to support the state’s vision 
for serving youth may be used to promote cross-agency collaboration while 
encouraging workforce investment system and education partners to bring youth into 
the workforce pipeline with appropriate skill sets. The Commonwealth provides 
notification and guidelines to local workforce areas on the availability of Statewide 
Reserve funds. 
 
Tech-High, as previously detailed, is an initiative designed to enhance the role of 
technical schools and training. This is an effort to shift the image and establish more 
meaningful relationships with Kentucky high schools and area technology centers, by 
focusing on career development. This initiative proposes to provide career counselors 
in area technology centers, as well as those technical education facilities operated by 
local school boards. 
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iv.  Describe in general how the state will meet the Act's provisions regarding Youth 

program design.  (§§112(b)(18) and 129(c).)  
 
The Commonwealth supports the local workforce areas in designing youth 
programs tailored to the needs of in-school and out-of school youth in local 
communities.  Monitoring and technical assistance continue to be provided to 
ensure that local area policies and procedures meet requirements of the WIA youth 
program design. Dedicated OET youth program staff disseminate updates and 
guidance from the U.S. Department of Labor and others. Performance information, 
reports and training are provided to staff.  Best practices are shared at all levels, 
including presentations at regional DOL events. 
 
Local areas encourage youth to utilize one-stop services as needed. Areas have 
designed special referral processes for youth who come into one-stops and one area 
has developed a one-stop career center specifically for youth.  

 
KWIB’s strategic plan has incorporated a variety of approaches for expanding and 
enhancing outreach to youth.  An example is the High School Outreach initiative 
designed to increase communication and collaboration between workforce boards and 
boards of education, technical education, postsecondary education and economic 
development. 
  

f.  Business Services.    
i.    Describe how the needs of employers will be determined in the local areas and on a 

statewide basis. 
 

In a letter to the Governor, dated May 2010 from KWIB, board members stated that it is 
clear to the Board that there is need for transformation when considering the current 
financial and unemployment crisis coupled with the dynamic nature of business, industry 
and the world of work in a new and emerging economy.  The Board’s WORKSmart 
Kentucky strategic plan introduces an aggressive redesign of the workforce services to 
adapt to the changing needs of employers.  The plan is a bold strategy to transform the 
Commonwealth’s current system to one that is demand-driven, business-led and 
solutions-based. 
 
Several KWIB initiatives will assist in determining employer needs in the local areas and 
on a statewide basis. 

 The Sector Strategies initiative is one of the key KWIB initiatives to achieve the 
best return on investment with limited resources to train and educate the 
workforce by addressing the employer needs of a specific industry sector.  The 
needs of employers will be addressed by an intensive focus on the workforce 
needs of a specific industry sector over a sustained period, concentrating on a 
specific occupation or set of critical occupations within that industry, ensuring a 
pipeline of skilled workers to meet the employers’ future workforce demands. 

 Industry Partnerships – Statewide Reserve funds are available through local areas 
for the development of Industry Partnerships to bring together multiple employers in 
the same sector to address common human capital needs.  The Industry Partnerships 
are a key institutional innovation for identifying and meeting the skills needs of 
businesses and to advance the local economy. 
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 National Career Readiness Certificate (NCRC)  is an assessment and 
credential used to document a job seeker’s aptitude in three major areas:  Applied 
Mathematics, Locating Information and Reading for Information.  The NCRC 
directly addresses the needs of today’s workforce as well as that of the employer, 
trade and labor organizations.  Today’s businesses need a well-educated, skilled 
workforce to meet the challenges industries are facing in this enormous global 
economy.  Individuals possessing an NCRC can provide potential employers with 
an assessment of their basic skills in math, English and locating information.  

 Apprenticeship Sales Force establishes a partnership to market the benefits of 
registered apprenticeships to Kentucky businesses.  This initiative can be a tool 
for building a highly skilled workforce, helping business and industries increase 
their competitiveness, and provide sustainable wages for Kentuckians.  The 
marketing opportunity must be understood and promoted by the business service 
representatives of each local board and become an integral part of the solutions-
based business services model. 

 Work Ready Communities certifies that a community has a skilled workforce 
for business and industry.  The Work Ready Community strategy will assist the 
Commonwealth’s communities in designing economic development strategies to 
attract new industries and preserve the well-being of their existing economic base.  
The certification is a means of demonstrating that a region’s current labor force 
can fill existing jobs and meet the challenges of emerging industries. 

 Business Services Redesign provides support to Kentucky companies throughout 
the business lifecycle as opposed to predominantly times of dislocations.  The 
objective is to maximize the Commonwealth’s Rapid Response resources by 
aligning them with business development goals resulting in a more proactive 
systemic approach compared to the current reactive response to business closings 
and layoffs. 

 Automation of the Commonwealth’s Work Opportunity Tax Credit system will 
provide a more expedited service to employers. 

 
A primary goal of the KWIB’s strategic plan is to align the Commonwealth’s workforce 
development system with economic development strategies. The vision addresses the needs of 
prospective employers, as well as Kentucky firms looking to expand in the state via a 
comprehensive, cohesive, unified approach we call The Kentucky Solution. This collaborative 
approach delivers on the Commonwealth’s new brand, integrating economic and workforce 
development solutions. 
  
Over the past two years, the KCED and the KEWDC concentrated on efforts to cultivate and 
nurture a stronger relationship.  This relationship will attract new, high-demand jobs and fortify the 
talent pipeline. 
 
At the Cabinet level, we will engage key state and regional business, education, economic and 
workforce development leaders in a series of discussions to set a statewide vision with measurable 
goals.  
    
Building off this process, key stakeholders will collaboratively develop and adopt a business service 
framework addressing: partnership and confidentiality agreements; business service resource guides; 
business turnaround assistance; and business protocols to support and encourage consistency in 
business retention and expansion efforts at the regional level.  These will become foundational 
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elements of unified business service/economic development teams across the Commonwealth. 
 

Team members’ roles and responsibilities will be clearly established to support The Kentucky 
Solution.  Teams will include economic and workforce professionals along with education partners 
such as KCTCS and KYAE. 

 
The activities described will provide the tools to help local leaders form meaningful regional 
alliances, leverage resources and embrace new economic development strategies like sector 
initiatives.  Regional efforts will provide distinct career pathways for the long-term unemployed and 
the emerging workforce. 
 
The Kentucky Solution will support and promote the use of industry-led, state and/or regionally 
defined sector-focused partnerships that build and shape the workforce. Previous grants have 
enabled several partnerships to create strategic plans.   A critical activity will be to advance 
existing industry partnerships from strategic planning to implementation, harnessing the 
public/private resources to ensure a strong emerging workforce as well as a retooled incumbent 
workforce.  We will also provide seed capital to new industry partnerships supporting the state 
and regional targeted sectors. 
   
On the technical assistance front, we will assess skill needs in targeted sectors; expand and leverage 
sector strategies’ website and toolkit; align grants to Industry Partnerships with KWIB and KCED 
strategic plans and targeted regional sectors; and develop target sector profiles. Supports to industry 
partnership may include the following:  sharing applicable research; convening conference calls; 
arranging peer-to-peer learning exchanges; managing speakers/web cams and industry partnership 
blogs; conducting industry partnership forums and “Live Meeting/Meet Now” sessions; creating 
shared resource page/topics and events; and providing support with developing strategic plans.  We 
plan to hire five regional profilers that will work across the state with industry partnerships to target 
jobs by sector. 
 
The Commonwealth recognizes that it has to improve efficiency and responsiveness to job seekers 
and employers.  The focus of activities must be on building the educational infrastructure needed to 
train the emerging workforce, retooling the current workforce and re-engaging the structurally 
unemployed for high-demand industries while stressing academic and career education. This 
includes: 

 adopting a career pathways framework; 
 aligning educational policy and practice to support it; 
 implementing a Career Pathways Integrated Education and Training (IET) 

model/approach; 
 developing tools that aid job seekers in making more informed decisions about their 

career paths; and 
 increasing the number of adult students earning a NCRC and/or high school equivalency 

credential, stackable credentials and successfully transitioning to the workforce and/or 
postsecondary education. 
   

The education partners along with key employers and economic and workforce development 
representatives will form a steering committee to research current models and approaches.  They 
will then choose a career pathways framework for all pathways work via industry partnerships and 
other collaboratives.  Documents on the roles and responsibilities of partners in building the career 
pathways frameworks will be developed.  Then the work of aligning existing and new career 
pathways supporting targeted sectors/occupations identified by Industry Partnerships must begin in 
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the educational system.  The steering committee will then evaluate and align policy and practice in 
the education system to support learning through career pathways.   These activities/outcomes will 
be leveraged with Kentucky’s Accelerating Opportunity (AOKY) grant.  A collaborative 
partnership with a compelling statement:  Kentucky’s vision for the AOKY initiative is to implement 
a collaborative career pathways model that prepares students to be college and career ready.  
Specifics can be found at  http://www.acceleratingopportunity.org/. 
 
The Commonwealth’s proactive approach means that we as The Kentucky Solution team must 
make a significant shift in our approach to business services at every level of the enterprise to be 
truly solutions based.  The Commonwealth will focus on developing strategic tools required to make 
that shift. 
   
We will explore off-the-shelf tools versus in-house technology solutions supporting customer 
relationship management systems such as Executive Pulse and Sales Force.  The team will use 
cost/benefit analysis to select the best option.  If an off-the-shelf tool is selected, we will follow state 
procurement processes. 
   
The Commonwealth will engage stakeholders at every level to ensure development of a tool which 
delivers a diverse assortment of services.  This engagement will assure user-friendly, intuitive 
interfaces and multi-dimensional input from partners such as the DWI, KCTCS, KYAE, economic 
development organizations/chambers of commerce and LWIAs. 
   
This collaborative platform will support the established business visitation\contact information 
needs, track solutions-based service work and facilitate communications among team members. The 
Kentucky Solution team will be trained to:  effectively use real time data; facilitate sector selection; 
ensure employer assessed talent needs are clear; provide organizational support to targeted sectors; 
align education\ training needs with sectors; align business services with sectors; and plan for 
continuous improvement and sustainability. 

   
ii.   Describe how integrated business services, including Wagner-Peyser Act services, will be 

delivered to employers through the one-stop system. 
 

The new Focus Suite system has been introduced to both job seekers and employers.  
Focus/Career enhances all services for our current job seeker customer base through 
increased job-matching abilities, job alerts and resume creation.  Artificial intelligence 
matches the skill sets of the customer to the job that matches their abilities.  
 
Focus /Talent continues to enhance job posting services for the Commonwealth’s 
employers as well as limiting the approval time from state staff.  These services are 
provided at no charge for the job seeker or the employer.  This information is 
automatically processed into the EKOS database and viewable to job seekers in the 
EKOS Self Service Module, on America’s Job Exchange (AJE) and Job Central (JC).  
 
 Also, we are implementing a process which will automatically validate the records 
through an Administrative Module and perform many other tasks to facilitate the job 
posting and matching processes. It provides an opportunity for the employer customer to 
fill workforce needs through a search engine that can rapidly find applicants whose 
qualifications match available position .  Focus/ Talent was designed and implemented to 
facilitate a better, more user friendly connection with employers desiring to post jobs and 
search resumes.  The matching can be performed by the individual, staff or employer and 



135 
 

is completed automatically by the system. In addition to the core services which are 
available to all job seekers, the system utilizes artificial intelligence to focus on skills 
transferability to make instant job referrals that match skill levels.  Better integration 
along with the advanced technology of Focus Suite creates a system that can respond 
more quickly to changes in labor supply and need. 
  
The system interfaces with EKOS, the Commonwealth’s workforce case management 
information system.  All 10 LWIBs use EKOS as their WIA, Wagner-Peyser, VETS and 
Trade common data collection and case management system.   
 
As one-stop career centers are upgraded or remodeled, the Commonwealth is working to 
make more esthetic business areas or sections in the one-stop.  The areas dedicated to 
businesses could include interview areas, assessment areas and display labor market and 
local workforce literature relevant to the employer.  Where applicable, one-stops could 
have a dedicated business wing. 
 
Although all LWIAs have a dedicated BST, a major initiative to further integrate business 
services is the KWIB Business Services Redesign project.  To best meet the challenges of 
serving businesses, the Commonwealth employed consultants Thomas P. Miller and 
Associates to assist in moving Business Services and the Rapid Response system from a 
fundamental to an enhanced level of performance at both the state and local levels. 
 
Under this initiative, local areas or regions will have a dedicated Business Service Unit 
made up of one-stop partners and have a local point of contact who will take a more 
proactive approach to planning for and managing economic transition.  The 
Commonwealth intends to change the image of Rapid Response from responding to 
economic crises to managing economic changes through building relationships and 
sharing information among all stakeholder groups.  In an effort to avert layoffs or 
closures, the Rapid Response team in concert with the Business Services Unit will 
develop aversion strategies with other partners and organizations.  
 
To further assist employers, the Commonwealth has added videos to the OET 
website.  The videos cover topics such as unemployment insurance appeals hearings, 
tax issues and claim filing.  In addition, OET is undergoing a business process review 
under which recommendations have been made for automating portions of the 
appeals process to make it more efficient, effective and accessible to the parties.  OET 
has also completed the first year of the re-invented "road shows." These presentations 
offer training to employer groups and includ an explanation of UI tax issues and a 
mock UI hearing.  The training also includes an opportunity for questions and 
answers.  These shows will continue to late 2012. 

  
iii.  How will the system streamline administration of  Federal tax credit programs within the 

one-stop system to maximize employer participation  (20 CFR 652.3(b), 
§112(b)(17)(A)(i).) 

 
Applications for the Work Opportunity Tax Credit (WOTC) have substantially increased 
in response to the Great Recession of 2008-2009 and the American Recovery and 
Reinvestment Act of 2009, which introduced two new target groups; Disconnected Youth 
and Unemployed Veterans.  This increase in volume, along with the need to provide 
incentives for hiring, prompted the Commonwealth to initiate new measures to streamline 
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the application and certification process. The Commonwealth developed an automated 
online system that provides self-service functionality and individual and batch application 
uploads for employers and an automated verification of eligibility for the four largest 
target groups--individuals and veterans receiving food stamps (SNAP), individuals 
receiving assistance for families with needy children (TANF) and individuals who are 
long term family assistance recipients.  The automation will reduce turnaround time from 
18 months to less than three months for issuance of most certifications in the current tax 
year. 
    
The WOTC program information is available to businesses and job seekers through all 
Commonwealth one-stop career centers, local employment services offices and the OET 
website.  By acting as information brokers to promote the tax credit program to 
customers, employer participation is maximized. Local area business services teams 
promote the program to employers as incentive in the form of a tax credit against federal 
taxes owed for creating new jobs and for hiring individuals with obstacles to 
employment.  An additional measure to maximize employer participation is to provide 
conditional certifications to eligible ex-felons which they may attach to their job 
applications to explain the potential tax credit. 

 
g.   Innovative Service Delivery Strategies.  Describe innovative service delivery strategies the 

state has or is planning to undertake to maximize resources, increase service levels, improve 
service quality, achieve better integration or meet other key state goals.  Include in the 
description the initiative’s general design, anticipated outcomes, partners involved and funds 
leveraged (e.g., title I formula, Statewide Reserve, employer contributions, education funds, 
non-WIA state funds). (§112(b)(17)(A).)    

 
The Partner for Success initiative brought together all the partners in the DWI to develop a 
unified approach to delivering holistic services.  The goal of these institutes was to create 
networking opportunities, create awareness of the services each partnering agency delivers 
and assemble the full array of services delivered to our customers in a manner that is 
efficient, effective and holistic. 
 
DWI and its agencies have assessed where we are as it relates to integration and service 
delivery in a unified manner.  Our priority is a fully integrated system that provides the 
ultimate customer service in a consistent solutions based approach.  The one-stop 
Certification Standards now provide a foundation for truly integrated service delivery for 
both the business and individuals seeking to improve their lives.  Partner agencies have 
identified duplication of services, created common forms such as (referrals, orientations, 
assessments, triaging) to be shared with partner agencies, while continually identifying 
opportunities.  The Partner for Success Team is now developing departmental policies to 
address these issues. 
 
One-stop career centers are completing the self-assessments based on the new standards and 
are currently making application for technical assistance funds to support their 
transformation efforts.  The technical assistance funds can be used through March 2013.  
Further, one-stops can begin making application for one-stop certification on a rolling basis 
beginning October 2012 through September 2013. 
 
The Workforce Development Academy initiative is a training opportunity for all partners in 
one-stops and at every level of the system from the front-line staff to central office staff on 
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roles and responsibilities in helping customers acquire needed skills. Engaging the entire 
system in this process, will promote value in our work and create buy-in.  This approach will 
encourage employees to increase current skill sets, assist in recognizing areas of growth and 
garner an overall appreciation of having a voice in the direction of the system.  The train-
the-trainer session was held in June 2012 and training has begun across the Commonwealth 
and is expected to be completed by June 30, 2013.  Topics include: why we need to change; 
the vision for the future; a customer-centric approach; and innovation action planning. 
 
Sector strategies initiative convened a statewide institute for regional teams around 
consensus decision making to identify targeted sectors by region.  State and regional 
targeted sectors have been identified.  Two rounds of industry partnerships in these sector 
areas have been awarded.  Additionally, the state will supplement the talent pipeline by 
continuing our joint implementation of the AOKY initiative as detailed in previous sections.  
 
The Career Pathways Technical Assistance project the Commonwealth received which was 
funded by the US Department of Labor provided valuable insights on Pathways within 
specific sectors of employment.  This project was tested in Green River LWIA and Barren 
River LWIA and focused on the healthcare industry.  This project has promoted 
coordination and collaboration of services and engaged the business community to share in 
resources and the development of a talent pipeline to continually feed this targeted industry.  
The opportunity to create the avenue for individuals to earn a sustainable wage, while at the 
same time meeting employer demand in a solution-based approach has energized the two 
above mentioned regions. 
 
In partnership with KYAE, KEWDC conducted an outreach campaign entitled Know How 
to Go, www.knowhow2go.com .  This campaign engages students beginning at middle 
school age through seniors in high school to charter a path toward college.  This step by step 
web-based approach helps students understand what steps to take to enroll, including which 
courses to take, how to secure funding, and various benefits of a postsecondary career.  This 
website also reaches out to adults that may need to enter or re-enter postsecondary 
education. 
  
The Kentucky Department for Libraries and Archives initiative creates online access and is 
another innovative way to provide services and universal access for our customers.   This 
effort strategically places computers within libraries so individuals can file claims, perform 
work search and register for career center services. 
 
Strategically investing Statewide Reserve funds has been key to transforming the workforce 
development system through innovative practices which enhance sustainable economic and 
job growth to improve the lives of Kentuckians.  In May 2012, the KWIB adopted the 
following investment strategy for the remainder of Kentucky’s Statewide Reserve funds 
based on the priorities established by KWIB in the WORKSmart Kentucky strategic plan.   
 
Tier One Investments 
 
Branding/Outreach             $200,000 
The outreach efforts have been initiated with state and regional brand leadership being 
identified.  Internal launch activities have begun along with the development of critical 
foundational efforts.  This will include an aggressive outreach initiative detailed in action 
step 22.  
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Sector Strategies                     $300,000 
Provide funding for additional Industry Partnerships addressing the state-level targeted 
sectors identified by the KWIB and the Economic Development Cabinet as well as regional 
targeted sectors.  Technical assistance and expansion strategies will also be carried out.  
 
Tier Two Investments 
 
User-Friendly Online Services         $225,000 
The steering committee has started meeting to develop the architecture to realign the 
Workforce Development System’s online presence to the new brand and brand promise.  
This investment will be targeted on programming changes identified by the steering 
committee as well as customers.  Resources will also be provided to LWIAs to align their 
website to the new brand for consistency. 
 
One-Stop Certification           $50,000 
The KWIB adopted certification standards in August 2011.  LWIAs have been completing 
self-assessments and submitting technical assistance plans to the Commonwealth.  LWIAs 
may begin the certification process starting Oct. 1, 2012.  Resources will be directed toward 
the development of products, training and other roll-out activities. 
 
High Impact WIBs                $50,000 
The KWIB established the criteria in May 2011.  LWIAs have had the opportunity to access 
technical assistance funds to meet the standards and criteria through June 2012.  Funds will 
be used to develop the tools, products, training and assistance in roll-out for the standards 
year which began July 1, 2012. 
 
Business Services Redesign         $100,000 
The steering committee is finalizing a Business Service Redesign framework. The intent is 
to provide support to Kentucky companies throughout the business lifecycle as opposed to 
predominantly times of dislocation as detailed in action step 14.  Locals will be able to apply 
for planning funds to support the redesign efforts. 
 
Workforce Academy Phase 2         $250,000 
The Commonwealth has developed training entitled Foundations for the Future: Building 
Kentucky’s 21st Century Workforce Academy.  The train-the-trainer session was held in June 
2012 and roll-out began in July across the system.  A curriculum plan for continued training 
through the academy was finalized in June.  The proposed resources will be used to 
implement those recommendations which will result in a comprehensive training program 
for all staff at each level of the workforce system.  It will support consistency and quality 
across the Commonwealth.  It is action step 21 in the WORKSmart Kentucky plan. 
 
Entrepreneurship           $50,000 
Funds will be made available to establish foundational state level criteria for meaningful 
entrepreneurship training programs.  
 
National Career Readiness Certificate (NCRC)       $50,000 
The Commonwealth will offer scholarship funding for returning veterans, persons with 
disabilities and the chronically unemployed as well as assist with job profiles. 
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Tier Three Investments 
 
State/Local Innovation               $150,000 
These resources will be invested in statewide and local projects that support system 
transformation and the four goals of the KWIB: 1) align with Kentucky’s education 
objectives, 2) align with economic development strategies, 3) simplify the workforce 
development service delivery system, and 4) improve service to achieve a customer-centered 
delivery system. 
 
Eligible Training Providers            $75,000 
An overhaul of the existing Eligible Training Provider List policy and procedures is 
underway.  Once the policy is adopted by the KWIB, online tools, data reporting 
mechanisms and training activities will be modified. 
 
High School Outreach           $50,000 
A survey process is underway by the steering committee to assess the career development 
needs and supports around the college and career readiness standard.  These resources will 
be used to develop specific products and provide support services identified and prioritized 
by the steering committee. 
 
Case Management             $50,000 
One-stop career centers are moving toward integrated customer service delivery through 
Partners for Success and the one-stop certification process.  These resources will be used to 
make adjustments to the online case management system as well as training on those new 
tools and processes will be needed.   
 
The High Impact WIBs initiative has provided technical assistance and is about to launch 
the recognition program for LWIBs.  Local boards are in control of a large percentage of 
workforce investment resources.  Assuring that the boards are active and engaged in 
garnishing the desired return on investment will help realize the Commonwealth’s vision.  
The criteria and standards are located at:  
http://www.kwib.ky.gov/ImplementationStatus/highperformboards/documents/HIWCriteria.
pdf.   
 
The Work Ready Communities initiative supports local and regional conversations and 
planning to help the Commonwealth be economically competitive.  In order to attract new 
business and industries, our communities must promote the availability of their skilled 
workforce.  This initiative provides business and industry with the assurance of the 
availability of this crucial resource.  Communities apply for this certification and will meet 
certain thresholds of standards related to educational attainment and credentialing to be in 
contention of this status.  Once certification is obtained, communities will be presented with 
a certificate and a template that may be used to create signs designating them as a “Work 
Ready Community.”  Achievement is recognized by the Governor and publicized in local 
and state media. To date, there are four certified Work Ready Communities and three Work 
Ready Communities in progress. 
 

Another component of our innovative approach is the Business Services Redesign.  The 
steering committee is finalizing a new framework. The intent is to provide support to 
Kentucky companies throughout the business lifecycle as opposed to predominantly times of 
dislocation.  LWIAs will be able to apply for technical assistance funds to implement teams, 
coordinate activities, design protocol and create policy that supports the redesign efforts.  
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Teams will present a solutions-driven option to employers within targeted sectors that align 
with the local sector strategies.  KEWDC’s partnership with economic development will 
play a key role in establishing credibility and furthering our knowledge of business needs. 
 

User-Friendly Online Services is another means of serving individual and employer 
customers in an innovative manner. In concert with rolling out the branding initiative, the 
overhaul of the current website will be a valuable tool for the customers.  The focus will be 
to streamline the navigation process, have pertinent and timely information readily available 
and strategically placed on the website.  Information will be organized under the three 
categories of service: career, training and employer.  This initiative is currently in the 
planning phase and is managed by an interagency steering committee.  Resources will be 
made available to LWIBs to align their web pages to the new brand format.  It is anticipated 
that this work will be completed by the end of 2012. 

  
h.  Strategies for Faith-Based and Community Organizations     

i.   Describe those activities to be undertaken to:    
a.    increase the opportunities for participation of faith-based and community 

organizations as committed and active partners in the one-stop delivery system; and 
   
b. expand the access of faith-based and community organizations' clients and customers 

to the services offered by the one-stops in the state. 
 

Faith-based and community organizations (FBCOs) have been essential in outreach to 
their constituencies for the workforce system, particularly with specialized support. As a 
result of community involvement and engagement, the Commonwealth has increased the 
number of FBCOs participating in one-stop events and referring customers to the one-
stops.  
 
FBCOs are active in competing for opportunities to provide services and work sites for 
participants.  Local areas include FBCOs in their competitive RFP announcement lists.  
FBCOs are most involved in the larger urban areas. Local partnerships have reported 
good success. 
 
There was significant participation by these organizations in the Summer Youth 
Employment program in 2009 as service providers and worksites. The residual effect has 
been their continued participation as a worksite for youth for summer employment 
opportunities.  

 
To prepare workforce investment staff in this coordination effort, staff have attended 
several conferences and workshops to develop skills for collaborating and coordinating 
with FBCOs.  On a state level, staff will be a resource for information sharing on 
available grant opportunities, grant writing and best practices in connecting LWIAs to 
FBCOs. 
 

ii.   Outline those action steps designed to strengthen state collaboration efforts with LWIAs 
in conducting outreach campaigns to educate faith-based and community organizations 
about the attributes and objectives of the demand-driven workforce investment system. 

 
The KEWDC can strengthen state collaboration efforts between FBCOs, state agencies 
and LWIAs by: 
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 having cabinet and department leaders promote and encourage collaboration;  
 being comprehensive and aggressive in responding to the new federal guidance in 

the collaboration and outreach opportunities with FBCOs; 
 designating trained staff to provide technical assistance including federal and/or 

state guidelines and best practices.   Forums may include workshops and/or 
educational opportunities on resource sharing, grantwriting and strategic 
planning.  Staff will also respond to constituent inquires for dissemination of 
information; and 

 offering web-based information to consumers with tools and information 
regarding workforce and FBCO collaboration efforts. 

    
iii.  Indicate how these resources can be strategically and effectively leveraged in the state's 

workforce investment areas to help meet the objectives of the Workforce Investment Act. 
(§112(b)(17)(i).)    

  
The state also reinforces the value of FBCOs as training providers to maximize consumer 
choice.  For example, there are a number of private, faith-based postsecondary and health 
care institutions that offer programs approved for the state’s ETPLs. 
 
For the LWIA local plans, OET specifically requested that they provide examples of 
strategies for faith-based and community organizations to increase the opportunities for 
their participation as committed and active partners in the one-stop delivery system.   
 
Local areas refer customers to FBCOs when appropriate as part of their employment plan 
and to coordinate services specifically for special needs populations and recent immigrant 
members of a community and share resources for extensive network referrals. 
 
Goals for this initiative include continuing to connect these organizations to the one-stop 
system and providing access to all available services within the communities. Existing 
connections will serve as the foundation for encouraging participation and leveraging of 
resources in communities. Inclusion of FBCOs in the KWIB strategic plans initiatives 
will foster increased leverage. 

  
H. Coordination and Non-Duplication  
Describe how the state will coordinate and integrate the services provided through all of the 
programs identified in the Unified Plan in order to meet the needs of its customers, ensure there is no 
overlap or duplication among the programs, and ensure collaboration with key partners and 
continuous improvement of the workforce investment system.  (States are encouraged to address 
several coordination requirements in a single narrative, if possible.)  
  
In answering the above question, if the Unified Plan includes:  
  
1. WIA Title I and Wagner-Peyser Act and/or Veterans Programs  

Structure/process for state agencies and state board to collaborate and communicate with each 
other and with the local workforce investment system.  (§112(b)(8)(A).) 
   
a. Describe the steps the state will take to improve operational collaboration of the workforce 

investment activities and other related activities and programs outlined in section 
112(b)(8)(A), at both the state and local level (e.g., joint activities, memoranda of 
understanding, planned mergers, coordinated policies, etc.).  How will the state board and 
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agencies eliminate any existing state-level barriers to coordination?  (§§111(d)(2) and 
112(b)(8)(A).) 
 

As identified in the organizational chart (Attachment D), the KEWDC includes the DWI 
composed of OVR, OFB, OCTE and OET.  Integrating components of the Trade Act 
program with the WIA dislocated worker program further enhances operational collaboration 
of workforce investment activities. By housing education and other training initiatives 
together, duplication of services is reduced. Further, a focus on re-employment services is 
facilitated by Unemployment Insurance, Wagner-Peyser and WIA services in OET. 
 

The broad geographic representation of the KWIB and its committees encourages 
collaboration among local, state, public and private entities. Board members also are 
encouraged to be engaged in their community workforce investment activities. Attendance at 
and participation in state board committee meeting discussions by LWIB members, local 
business leaders, local and state partner representatives, and other workforce stakeholders are 
encouraged. Information about meeting dates and locations is made available to local board 
staff and members, as well as to the general public and business community through state 
meeting notification procedures and the state board’s website. Further, the KWIB chair meets 
with local board chairs to discuss local board concerns and how the state board can support 
and enhance their activities.  

 

The WORKSmart Kentucky plan lays the foundation to improve state and local operational 
collaboration. The Partner for Success action step provided the policy framework for 
operational efficiencies and effectiveness. A leadership meeting was held in April 2011 to 
outline expectations resulted in a vision document for collaboration. The vision document 
was released in summer 2011. Institutes were held in the fall for all partners to network, gain 
a broad understanding of each agency’s role and responsibility and reflect best practices that 
support the collaborative system vision. Individual one-stops then conducted train-the-trainer 
sessions with the various agencies that comprise of the career center to develop a strategic 
plan for implementing the new vision. 
 

The new vision is supported by state-level joint policy, and local technical support through 
the Workforce Development Academy, one-stop certification and High Performing WIBs 
initiatives. 
 

Initiatives that support collaborative policy and operations include Sector Strategies, 
Branding and Identity, Apprenticeships, Business Services Redesign, Economic 
Development Partnership, Focus/Career and Focus/Talent, Case Management and 
Unemployment Insurance Customer Service Plan. 
 
Memorandums of Understanding, Memorandums of Agreement, Resource Sharing 
Agreements and Cross-Functional Supervision are also methods of supporting policy and 
eliminating state-level barriers to coordination. 
 

b. Describe the lines of communication and mechanisms established by the governor to ensure 
timely and effective sharing of information between the state agencies/state board and 
LWIAs and local boards.  Include types of regularly issued guidance and how Federal 
guidance is disseminated to local boards and one-stop career centers. (§112(b)(1).) 

  
Open lines of communication are maintained through the Governor’s Executive Cabinet. The 
Executive Cabinet is composed of secretaries from the following cabinets: Economic 
Development; Energy and Environment; Public Protection; Finance and Administration; 
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Health and Family Services; Justice and Public Safety; Labor; Personnel; Transportation; 
Tourism, Arts and Heritage; and Education and Workforce Development. Top level input 
into the policy discussions impacting workforce investment activities is guaranteed by having 
top state political leaders who are responsible for implementation of the Workforce 
Investment Act serving on the Governor’s Executive Cabinet. Here leaders from different 
cabinets discuss policies and issues impacting multiple cabinets. This is in addition to the 
steering committee established under the KWIB that ensures ongoing policy and operational 
discussions. The outcome of these discussions is shared by each cabinet secretary with 
departmental commissioners within that cabinet.  
 
Within KEWDC, multiple workforce investment-related agencies are grouped together, 
adding another opportunity for administrative review and interaction. Within this cabinet, the 
commissioner for the DWI meets with the executive directors of the various offices within 
the department, specifically OET, OFB, OVR and OCTE to discuss workforce investment-
related issues and concerns.  
 
Within OET, the executive director meets with the directors of the Division of Workforce 
and Employment Services and the Division of Unemployment Insurance regarding workforce 
investment. In addition, KWIB membership as restructured by Gov. Beshear is represented 
by individuals having knowledge and expertise in the area of workforce investment. The 
cabinet’s appointees and the Governor’s representative on the KWIB encourage open and 
effective sharing of information regarding workforce activities. These appointments provide 
another opportunity for policy input and communication about WIA-related issues and 
concerns.  The KWIB continues to partner with the KCED, KYAE, CPE, Kentucky Chamber 
of Commerce, KCTCS and many other state and local agencies.  These partners have played 
a vital role in the development and implementation of the KWIB’s strategic plan. 
 
The KWIB will continue to assist and collaborate with LWIBs through staff attendance at 
local board and directors meetings, enabling quality and continuous improvement at the local 
level. The KWIB continues to encourage a systemic approach through a coordinated and 
interactive process involving the LWIBs, as well as the structure developed to support the 
implementation of the WORKSmart Kentucky plan. Each strategic action item has a KWIB 
member champion, an interagency steering committee including LWIB representation and 
other stakeholder groups, a project leader and an accountability mechanism.  In addition, 
relevant, pertinent and timely information as it relates to policy, procedures, programming 
and events will be posted on the KWIB website. 

 
The OET administers Title I of the Workforce Investment Act and Trade Act; thereby 
providing information, guidance, and action memoranda. These memoranda are issued in 
written and electronic formats. Federal guidance issuances are disseminated in written and 
electronic formats as well. OET will continue to review policy guidance, while revising and 
updating them as necessary. 
 
The KWIB instituted LWIB presentations at state board meetings to highlight local 
innovative practices like the Eastern Kentucky Employer Network. The secretary of the 
KEWDC and the commissioner of the DWI have developed a strong working relationship 
with the Area Development Districts (ADD) Council. Regular meetings with the Workforce 
Development Subcommittee of the ADD Council promote clear communication about 
workforce priorities at both the regional and state levels. The KWIB website has also become 
a viable means of communication as exemplified by the monthly posting of “WORKSmart 
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Kentucky Strategic Plan” Implementation Status Report. 
 

KWIB staff, DWI leadership and OET staff regularly attend and present at the LWIB 
monthly meetings. This facilitates healthy two-way communication from the local to the state 
level and vice versa. This is an opportunity to share state policies and initiatives and regional 
strategies and challenges. Finally, the LWIB chairs are invited to attend KWIB executive 
committee meetings. 
 
All the aforementioned meetings are open to the public. Information is disseminated by 
electronic format. 

 
c. Describe any cross-cutting organizations or bodies at the state level designed to guide and 

inform an integrated vision for serving youth in the state within the context of workforce 
investment, social services, juvenile justice, and education.  Describe the membership of such 
bodies and the functions and responsibilities in establishing priorities and services for youth.  
How is the state promoting a collaborative cross-agency approach for both policy 
development and service delivery at the local level for youth?  (§112(b)(18)(A).) 

 
There are a number of ongoing collaborative and cross-agency efforts to support an 
integrated vision for serving the Commonwealth’s youth as outlined below. 
 
The Governor’s Re-entry Task Force was established to research best practices in innovative 
drug treatment, causes of recidivism, and methods to improve education and vocational 
training while incarcerated. The Governor’s goal is to reduce the recidivism rate by 50 
percent over a five-year period.  Members of the task force which includes the Secretary of 
Education and Workforce Development, the Commissioner of the Department of 
Workforce Development and the OET Executive Director can be found at the following 
link: http://migration.kentucky.gov/Newsroom/governor/20090423taskforce.htm. 
 
The TEK Task Force has studied efforts already underway in the Commonwealth to improve 
student achievement, much of which has been identifying strategies for ensuring at-risk youth 
complete their secondary education. Members of the task force are located at the following 
link:  http://educationcabinet.ky.gov/tektaskforce/members.htm.  Meetings focused on 
improving college and career readiness, providing every student with the opportunity to earn 
college credit during high school, creating assessments that measure what employers value 
and making high school more relevant, expanding the use of technology for learning, 
improving teacher recruitment and retention, boosting academics in career and technical 
education and improving transitions between preschool and K-12. In February 2011, the 
group released its recommendations to channel all of these efforts into an integrated and 
comprehensive system of education in the Commonwealth. 
 
Breaking New Ground:  Final report of the Governor’s Task Force on Transforming 
Education in Kentucky offers 35 recommendations that would serve as a blueprint for 
achieving its goals.   The work of the Task Force and these recommendations set the stage for 
transforming our education system to meet the needs of students in the 21st century.  Below 
are some of those that will most significantly impact the Commonwealth’s strategies in 
promoting collaboration for most in need youth with barrier to education and training 
opportunities: 
 
 In 2011, the Governor should create a cross-agency workgroup, including the cabinet 
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secretaries for education and workforce development, health and family services, and 
justice, and the commissioner of education to develop stronger coordination of services 
for families and students and establish methods to coordinate the flow of information 
between service providers and schools through the Family Resource and Youth Services 
Centers (FRYSC) to improve student learning while marinating student confidentiality. 
The task force members believe that sharing information among professionals working 
with the student inside and outside of school can reduce barriers to learning. FRYSCs are 
strengthened by community partnerships in their ability to provide vital programs, 
services and referrals to students and their families.   

 Building on existing resources, KDE should work with schools, districts, community 
groups and adult education systems to implement a parent and family engagement 
strategy that involves parents in student learning to directly address the need to close the 
achievement gap for the Commonwealth’s most at-risk children. 

 State lawmakers should raise the compulsory school age, effective 2016, from 16 to 18 
with state-funded supports for students at risk of dropping out.  An Early Warning 
System should be established that informs students, families and teachers as early as 
middle school about dropout risk factors and identifies alternative paths to graduation. 

 Schools should use adaptive technology and universal design to improve learning for all 
students, including those with special needs. 

Recommendations from the Transforming Education in Kentucky (TEK) final report will 
help guide our initiatives, youth program guidance and demonstration projects and grants.  
They will inspire local workforce boards in working with community partners to effectuate 
change in their local communities when practicable.  We continue to encourage and 
champion the outstanding efforts of LWIBs as they develop programs and services promoting 
the holistic approach to providing services so often needed in serving this population. 
 
Although not specifically designed as a “youth” program, the Right Choice Program detailed 
below provides services to this age group too, and is one such illustrative example of this 
collaboration.  It includes the following partners and stakeholders:  Family Court, District 
Attorneys, Department for Community Based Services (DCBS), Career Center Partner 
Agencies, West Kentucky Workforce Investment Board (WKWIB) staff and board members, 
Pennyrile and Purchase Area Development Districts, Child Support Agency, Local Churches, 
Food Banks, Dress for Success and Fort Campbell Wives Association.  The WKWIB 
provides the staff member to help coordinate services for the individuals, track them, and 
report activities back to court officials and/or child support officers. 
 
Right Choice is a local innovation intended to support work opportunity for non-custodial 
parents through a partnership with the career center and the court system.  The Right Choice 
program guides, counsels and educations the non-custodial parents in an attempt to keep 
them from being incarcerated for non-payment of child support. Right Choice attempts to 
assist the individual with obtaining the skills and suitable employment to remain employed 
and continue paying their child support timely.  This is a year round project.  LWIA staff 
goes to court in partnering Judges and counties and works with participants who are court 
directed and interested in turning their lives around.  Career center partner agencies provide 
wrap around services to allow the individuals to gain the work readiness skills to maintain 
employment.  Through multiple partnerships and community support, this local innovation 
has allowed many families to get back on their feet. 
  
Graduate Kentucky, a program initiated by First Lady Jane Beshear, is aimed at increasing 
high school graduation by uniting local efforts and plans to raise awareness about the issue.  
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During the past three years, statewide and regional summits have been conducted to address 
the problem of students dropping out of school. 
 
Kentucky Core Academic Standards are designed to improve college and career readiness by 
creating a system of assessments that measure what employers value.  Specifically, Senate 
Bill 1 (2009) requires new statewide academic standards, student assessments and 
accountability for schools and districts. The Commonwealth participated with 47 other states 
and territories to create new, higher and clearer standards for math and English/language arts 
that were shared with teachers and parents in 2010‐2011 and assessed in the classrooms in 
2011‐2012. Science and social studies standards are under development, as are program 
reviews to assess non‐tested subjects. 
 
The Unified Strategy for College and Career Readiness has been developed to improve 
college and career readiness and ramp up academics in secondary career and technical 
schools. The CPE and the KDE developed a joint plan to increase the number of high school 
graduates who meet college and career readiness standards, and to increase the number of 
college students who receive a bachelor’s degree. Key strategies include advanced learning 
opportunities for high school students ready for college work, transition courses for high 
school students not ready for postsecondary classes, college and career readiness advising as 
well as student support and interventions for at‐risk college students. 
 
Partnership for Next Generation Learning is delving into using technology to improve 
teaching and learning.  The Commonwealth has joined five other states and the Council of 
Chief State School Officers in a network to find new ways of learning, including world‐class 
knowledge and skills, personalized learning, authentic student voice, performance‐based 
learning, comprehensive systems of supports and anytime/everywhere opportunities. 
Universities are partnering to create Innovation Labs focused on specific issues such as 
motivation and learning, digital game‐based learning, civic engagement and global issues. 
 
Early college/dual credit is about providing every student with the opportunity to earn college 
credit during high school. The OCTE and KCTCS conducted Close the Deal sessions 
educating students and parents about how dual credit can assist in the completion of an 
industry certificate or degree in the community college system. In addition, three community 
colleges in the Commonwealth have partnered with their local school districts to offer a 
“middle college” program where students may take their final two years of high school 
courses on a participating college campus and simultaneously take college courses. In other 
districts, students spend part of their day on a participating college campus and part of the 
day in their home high school. Policies and funding are needed to make this opportunity 
available to all Commonwealth students. 
 
Not only benefiting adults, AOKY will create unique opportunities for Adult Education, 
KCTCS and the KEWDCs agencies and partners to create a coordinated and comprehensive 
approach to providing opportunities for young adults who qualify for youth programs.  Youth 
can expedite earning their GED and/or refresh their basic skills, while gaining entrance into 
postsecondary education and acquiring industry recognized credentials which will pay 
dividends for youth.  Kentucky’s investment in the AOKY initiative is well-detailed in the  
Governor’s vision section: “5. What is the governor’s vision for ensuring that every youth 
has the opportunity to develop and achieve career goals through education and workforce 
training, including youth most in need, such as youth who are:  out of school, homeless, in 
foster care or aging out of foster care, offenders, children of incarcerated parents, migrant 
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and seasonal farm worker youth, have disabilities, or are other youth at risk?  (§112 (a).)” 
 
Recommendations and strategies from these various initiatives and task forces will continue 
to focus on youth service strategies in the Commonwealth. 
 
OET continues to distribute the Workforce3One webinar notifications to LWIA Youth leads 
to apprise them of information and collaborative Best Practices.  Continuous improvement 
plans include statewide training that will feature an Agency Fair, with cross-agency speakers 
who can share program information, best practices and resource information for use at the 
local as well as at the state level. 
 
OET and the Kentucky Cabinet for Health and Family Services continue to review and 
discuss the feasibility of collaborative initiatives when opportunities arise like WorkNow 
Kentucky in 2010.  For example in the past year, the Department of Community Based 
Services and the Office of Employment and Training conducted a survey of the agencies 
respective local field offices to identify existing collaborative efforts that may be replicable 
across the Commonwealth as well as recommendations for strengthening our partnership 
efforts at both the state and local levels.  One suggestion was a better understanding of each 
agency’s programmatic goals and objectives.  Within the Department of Workforce 
Investment, the Partner for Success statewide training had a similar focus for all the offices 
within the Department.  OET has had preliminary discussions about convening a partners’ 
conference including our workforce investment, social services, juvenile justice, and 
education partners.  The workforce system will continue to lay the foundation with 
interagency partners for such a conference with a goal to conduct the conference in late 2013 
or early 2014. 
 

2.   Unemployment Insurance, summarize requests for any Federal partner assistance (primarily non-
financial) that would help the SWA attain its goal.  

 
The OET, Division of Unemployment Insurance works with the USDOL in all facets of the 
UI program.  The Regional Office provides guidance and support to the state regarding 
regular UI, TRA, DUA, UCX, UCFE, REA, EUC and EB.  UI staff also works with USDOL 
to submit all required reports, SQSP, BAM, BTQ and data validation.    

   
I. Special Populations and Other Groups 
  
1. Describe how the state will develop program strategies to target and serve special populations.  

States may present information about their service strategies for those special populations that are 
identified by multiple Federal programs as they deem most appropriate and useful for planning 
purposes, including by special population or on a program by program basis.   

  
In providing this description, if the Unified Plan includes any of the programs listed below, 
please address the following specific relevant populations:  

  
a. WIA Title I and Wagner-Peyser Act and/or Veterans Programs (§112(b)(17)(A)(iv) and  

112(b)(17)(B)):  
 

i. Describe the state’s strategies to ensure that the full range of employment and 
training programs and services delivered through the state’s one-stop delivery 
system are accessible to and will meet the needs of dislocated workers, displaced 
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homemakers, low-income individuals such as migrants and seasonal farm workers, 
women, minorities, individuals training for non-traditional employment, veterans, 
public assistance recipients and individuals with multiple barriers to employment 
(including older individuals, limited English proficiency (LEP) individuals, and 
people with disabilities.)  (§112(b)(17)(iv).)  

 
It is the goal of the Commonwealth’s workforce system to provide effective and 
accessible assistance to all customers. Given varying service needs, a variety of strategies 
are employed to meet the needs of specific populations. Automating resource 
information, service applications and other tools has allowed those customers who are 
job-ready to have the resources they need to succeed. This frees up staff resources to 
focus on customers who need additional assistance to become successful in their career 
pursuits.  
 
Serving all customer groups through the state’s workforce system is important.  To reach 
as many customers as possible, information about programs and services is available 
through many outlets including websites, orientation sessions, community and public 
presentations, online videos, virtual billboards and printed information.  

 
Informed customer choice guides service delivery, and customers are encouraged to 
explore all options according to their circumstances. Strong referral linkages as well as 
partner co-location and integrated service strategies have been valuable ways to ensure 
that customers with particular barriers receive all needed services in a customer friendly 
system. 
 
The variety of services available to dislocated workers is discussed during orientation 
sessions and through brochures, letters and contact with career center staff.  Efforts are 
made to keep customers aware of new opportunities through public service 
announcements, media releases, staff contact, case management sessions, and orientation 
sessions. Staff is available to answer questions concerning benefits and services and 
frequently asked questions are posted on the agency website.  
 
Staff-assisted and self-service methods to apply for unemployment insurance benefits are 
available at one-stop sites and other service locations.  

 
Worker profiling is done electronically when a customer’s unemployment insurance 
application is filed. Based on a customer’s score, he or she will be identified and 
scheduled for re-employment services. one-stop career centers provide a number of 
quality re-employment services, including: 

 
 assessment and career evaluation, 
 resume preparation assistance, 
 job search workshops, 
 one-on-one job search assistance, 
 development of individual employability plans, 
 job development, 
 a variety of online career exploration, labor market information and other job search 

tools, 
 information about training opportunities, 
 financial aid and the state Individual Training Account, and  
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 Eligible Training Provider List Consumer Report. 
 
LWIBs determine whether to serve displaced homemakers using adult or dislocated 
worker funds. These customers may need additional intensive services to determine the 
best career path based on their skills and the demand occupations in the community.  
 
Service delivery approaches for Rapid Response\Business Services, Dislocated Workers 
and Trade Adjustment Assistance (TAA) customers are fully integrated in the 
Commonwealth. Facilitators at the regional level coordinate across these services, 
working closely with local WIB and career center staff. Rapid Response/BST are cross-
trained and are available to assist with any type of layoff that arises. The state's WIA, 
Rapid Response/Business Services, Trade, NEG and career center team work together to 
develop effective strategies. 

 
A variety of statewide and local models address the workforce needs of low-income 
customers. Local staff use collaborative assessment processes to identify customers’ 
barriers to employment and set up an employability plan that pulls in all available 
strategies to successfully overcome the barriers. Partners work with customers on public 
assistance, unemployed or underemployed non-custodial parents, individuals with mental 
health or substance abuse issues and others. LWIBs may identify target populations 
within the general category of low-income individuals to assist while other partners 
address barriers through their specialized services.   
 
LWIBs and career center staff focus on job readiness, employability development and job 
opportunities for individuals committed to re-entering the labor market. They provide 
customers with assessment, skills upgrades, GED preparation, training and job referrals. 
After assessing an individual’s job readiness, those customers who are readily 
employable will be assisted with referrals and job development. Customers who are near 
job ready will participate in employability planning efforts with multiple partners, similar 
to those carried out for other low-income customers.  
 
The Commonwealth’s workforce system also assists ex- offenders. Successful re-entry of 
these individuals into the workforce can provide businesses with a major source of skilled 
workers.  The Governor has formed a special Reentry Task Force that includes the 
KEWDC to take a comprehensive approach to transitioning ex-offenders back to 
communities, with the goal of reducing recidivism by providing the supports needed for 
success. The partner agencies can offer enhanced strategies to local systems to more 
effectively serve this challenging population.  DVOP specialists visit many prisons to 
provide pre-release workshops, conduct employability assessments and collaborate with 
personnel with the Department of Corrections for case management.   
 
Workers who are age 55 and older comprise a fast growing segment of the 
Commonwealth’s workforce.  With fewer new entrants into the labor force, businesses 
will rely more and more on mature workers to fill their staffing needs.  The demographic 
shifts and the later ages at which individuals will be eligible for Social Security benefits 
puts increased pressure on experienced workers to stay employed longer. 

 
A wide range of services for these customers are available to help the return to the 
workforce. For Trade layoffs, workers over 50 have the opportunity to enroll in the 
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Alternative Trade Adjustment Assistance program, and several customers in the 
Commonwealth are participating in this service strategy as an alternative to training. 
 
Many local senior strategies include partners such as senior employment services, senior 
centers, OVR, WIBs, public libraries and transportation providers. Partners engage in 
collaborative strategies to address the transportation, training, computer skills upgrade 
and employment needs of seniors within the community. 
 
Several local workforce areas use Senior Community Service Employment Program 
(SCSEP) participants in their one-stops to assist customers with resources and/or to 
provide administrative support. These older workers often represent the program to other 
mature customers visiting the workforce sites. 

 
The in-migration of non-English speaking residents continues to grow in the 
Commonwealth. To meet the need for effective services, many of Kentucky applications, 
forms and publications are available in Spanish. Some of the career centers and other 
sites have staff fluent in Spanish or other languages. All sites have access to a contract 
interpretation service with 24-hour access to interpreters in more than 150 languages and 
dialects. Additionally, many sites have agreements with local colleges, universities and 
other community partners for translation services. Sign language interpreters are 
available through a statewide contract. Adult education and ESL programs are an integral 
part of local workforce systems, and assist communities in preparing non-English 
speakers for the workplace.  Policy guidance for limited English proficiency services was 
provided to local systems through a guidance memorandum. Training and technical 
assistance is available.   

 
The Migrant and Seasonal Farm Worker (MSFW) program is an integral part of the 
Commonwealth’s workforce development system, particularly in rural, agricultural parts 
of the Commonwealth where most of the agricultural activity is concentrated. The system 
offers migrant workers the full range of available employment and training services, 
benefits and protections.  

 
MSFW’s and agricultural employers’ services are guided by the State Monitor Advocate.  
The Commonwealth has a small population of individuals who meet the definition of 
migrant and seasonal farm worker; however, staff continues to conduct aggressive 
outreach to provide services to the MSFWs in their communities. For migrants settling 
into communities, workforce staff coordinates such services as outreach through partners, 
career exploration, English as Second Language training, occupational and on-the-job 
training, computer literacy training and job referral assistance. Local partners work 
together to address these customers’ needs through community resources.   
 
The Commonwealth is committed to ensuring that individuals with disabilities have all 
available service opportunities. The system’s service philosophy is that job seekers with 
disabilities are served by workforce staff in the same manner as any other job seekers. 
Where additional support or expertise is needed, OVR staff will assist. Many of the 
individuals with disabilities seeking services at one-stop sites are veterans and thus 
receive one-on-one assistance from DVOP specialists in addition to the broad array of 
services otherwise available. Cross-training for staff system-wide is promoted to ensure a 
seamless continuum of services.  To facilitate universal access, one-stop resource areas 
are equipped with a variety of assistive technology tools, including large computer 
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monitors, low-vision readers, screen reading software, TTY, and adjustable work 
stations. In addition, career center staff is available at all sites to orient customers to these 
resources and to assist them throughout the service experience.   
 
The Disabled Veteran Outreach Program and the Local Veteran Employment 
Representative Program are integral to local workforce systems services to veterans. 
Service strategies and staff activities comply with federal veterans’ laws, regulations and 
the federal Veterans Grant and emphasize identification and outreach. 

 
ii. Describe the reemployment services you will provide to unemployment insurance 

claimants and the Worker Profiling services provided to claimants identified as most 
likely to exhaust their unemployment insurance benefits in accordance with section 
3(c)(3) of the Wagner-Peyser Act. 
 
The main goal for re-employment services is to help claimants who are unlikely to 
return to their previous job and are likely to exhaust their UI claim. The strategy is to 
provide additional assistance to facilitate their quick return to employment. Re-
employment services are streamlined and standardized across offices to increase 
service capacity and to implement best practices that have been identified and 
proven successful. Existing policies will be reviewed to ensure that claimants are 
using or trained in effective job search skills that will lead to employment.  
 

  Reemployment Services coordination in the One-Stop 
The one-stop is responsible for providing ongoing core, intensive and other 
appropriate services to UI claimants.  The new strategy is to treat UI 
claimants as a job seeker customer, with the UI benefits as just one part of 
the process.  UI claimants’ records are integrated into the Commonwealth’s 
shared information and case management system (Focus/Career) from the 
time of initial claim.  The information is available to one-stop partners to 
facilitate the referral and program enrollment process.  Participants in need 
of basic education or training in order to obtain employment are referred to a 
WIA counselor.  Those in WIA approved training or basic education 
program are exempt from further participation in the Reemployment 
program. 
 

 Identifying UI claimants for Reemployment Services 
Claimant information is processed through a profiling model that evaluates 
several key indicators to immediately identify claimants most likely to 
exhaust benefits without returning to their jobs. Letters are mailed within the 
first few weeks of the claim to advise these claimants about additional 
services including Reemployment Services which includes an orientation 
with an overview of available services, assessments, referrals to partner 
agencies and/or community resources along with referrals to appropriate 
training and/or jobs.  This will also allow us to better determine strategies to 
engage claimants and utilize the one-stop system to lead claimants toward 
sustainable employment. 
 
The state’s new shared information and case management system called 
Focus/Suites allows staff to coordinate and share information in real-time to 
facilitate access to programs and services that can assist individuals in 
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finding new employment.  
 

 Services Provided under Reemployment 
Claimants are assigned to a re-employment manager who provides job 
development and assistance with employer contacts. Case management and 
re-employment services will be strengthened through additional staff 
training to provide successful individual service plans. 
 
Participants receive employment counseling, testing and assessment, and 
conduct self-directed job search.  They also participate in job search 
workshops.  Weekly workshops are provided on resume writing, 
interviewing and job seeking skills including networking and the hidden job 
market.  If seats are available, the workshops are open to other job seekers. 
 
The state received a Reemployment Eligibility Assessment Grant that began 
in June 2012.  Under this grant, OET staff will conduct an orientation on 
program services available in coordination with other workforce partner 
agencies, do a more intensive assessment of skills, labor market information, 
and job matching, and complete an individual employment plan for more 
effective case management.  This should improve appropriate referrals to 
available jobs as well as referrals to partner agencies and better facilitate an 
early return to employment.   
 
Re-employment services are streamlined across offices and the OET will 
partner with other agencies to coordinate re-employment services including a 
standardized orientation. This will maximize state, federal, and local 
resources to ensure a successful program. 
 
Case management and re-employment services will be strengthened through 
additional staff training and increased partner assistance in the process to 
provide successful individual service plans. 
 
The state is also conducting re-employment services for those customers 
who are entering extended unemployment compensation tiers 1 and 2, and 
providing the same orientations, assessments and referrals as those selected 
for profiling to better facilitate and assist them in an quick return to 
employment. 
 

 Reemployment Services information technology 
New technology called Focus Suites has been designed and implemented. 
This technology offers intelligent system-based identification of claimants 
needing intensive services that facilitates a better and more user friendly 
connection between unemployment insurance claimants and employers. The 
system provides better matching of individual electronic resumes and 
employer job orders. The matching can be performed by the individual 
claimant, staff, and employer and is also processed automatically by the 
system. The system utilizes artificial intelligence to focus on skills 
transferability to make instant job referrals that match the individual’s skill 
levels. The system provides functions to analyze individual customer 
information to help with assessment and case management for career 
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counseling, training needs, skills upgrades or certification. 
 
Information from the UI data, customer registrations and labor market 
information is integrated to identify needs, opportunities and trends in a 
changing economic environment. 
 
Better integration along with the advanced technology of Focus Suites 
creates a system that can respond more quickly to changes in labor supply 
and need. 
 

iii. Describe how the state administers the unemployment insurance work test and how 
feedback requirements (under §7(a)(3)(F) of the Wagner-Peyser Act) for all UI 
claimants are met.    

 
The Commonwealth requires all UI claimants to engage in an active work search.  
Each claimant must contact at least one employer per week for each week of benefits 
claimed, unless specifically granted a work search waiver. 
 
All workers file a claim for UI benefits through an electronic means via the Internet 
or telephone. The system will not allow a claim to be validated without the work 
registration. Work registration information entered as part of the claim-filing process 
is automatically uploaded to EKOS. A unique identifier denotes that the registrant is 
a UI claimant to track services provided, activities and results. 

 
The work test covers a claimant’s ability and availability to work, and the suitability 
of the job offered. The work test is an OET role and a one-stop system priority. 
  
The Kentucky Eligibility Review Interview (ERI) which is performed every six 
weeks during the life of a claim is an effective tool in administering the work test 
and meeting the feedback requirements. 
 
Work Search record reviews are conducted to determine if the customer is applying 
for jobs for which he or she is qualified, showing an attachment to the labor market. 
 
Claimants must maintain a record of their work search, including employers 
contacted, method of contact and date contacted.  The claimant must also provide 
work search records to the agency when requested.   
 
With the implementation of the Focus Suites technology all work searches will be 
captured electronically and staff can conduct more comprehensive work search 
verifications. Such verifications will allow for both the prevention and/or detection 
of fraud as required by HB 5. 

 
iv. Describe the state’s strategy for integrating and aligning services to dislocated 

workers provided through the WIA rapid response, WIA dislocated worker, and 
Trade Adjustment Assistance (TAA) programs.  Does the state have a policy 
supporting co-enrollment for WIA and TAA?  (§112(b)(17)(A)(ii and iv).)  

 
The Kentucky Business Services Redesign reflects a collaborative approach to 
meeting employers’ and customers’ needs that promotes close partnerships in order 
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to find comprehensive solutions.  By leveraging the collective resources and 
knowledge of partners, effective BST can help sustain the Commonwealth’s 
economic growth and improve the lives of its citizens.  WIA Dislocated Worker and 
Trade Program staff will play an integral role in this process. 
 
State administration of both Trade and WIA Dislocated Worker services are grouped 
in the KEWDC providing the opportunity for administrative coordination and 
interaction.  State Trade staff develops and provides guidance to both agencies as it 
relates to coordination of services to adversely affected workers.  Training and 
technical assistance meetings and sessions always include both Trade and WIA staff 
to ensure coordinated efforts. 
 
A Trade SharePoint site was established to increase communication and to provide 
support and resources to those assisting adversely affected workers.  State and local 
staff share information, best practices and access forms, and links to other sites.  
Although the site is efficient and continually accessed, a workgroup is being 
established to redesign the site to be more stream-lined and efficient. 
 
To bridge the gap between state and local oversight, nine OET Trade facilitator staff 
members are located in local workforce areas to coordinate functions relating to 
Trade customers with the local one-stop system, including WIA Dislocated Worker 
services. Facilitators have knowledge of policies, procedures, regulations and statues 
concerning Trade-related programs including Wagner-Peyser, unemployment 
insurance and other one-stop partner programs.  They provide staff training and 
analysis of program support needs and recommended policy and procedures.   
 
A Local Trade Plan was developed in each local workforce area to ensure adversely 
affected workers have the opportunity to access any needed one-stop services based 
on their individual employment and educational needs.  These plans are specific to 
services provided by both Trade and WIA programs.  The Local Trade Plan, as well 
as Memorandums of Agreement between OET and WIA requires co-enrollment if 
the Trade customer is assessed to be in need of any WIA activities or services. 
 
Per federal regulation, all adversely affected workers are provided Rapid Response 
services.  A Trade staff member is part of the Rapid Response Team when there is 
any indication that the company may be trade eligible or a trade petition has been 
filed.  To determine the potential for a company to become Trade certified, an 
assessment is performed during the initial employer meeting which is conducted 
prior to the worker meeting.  Information obtained from the employer is used to 
determine and support an application for a Trade petition.   If/when a petition is 
certified, Trade Orientation sessions are conducted to include information about both 
Trade and WIA Dislocated Worker services. 
 
A cornerstone of the Commonwealth’s Transformation of the Workforce System is 
case management.  Training and professional development for WIA and Trade staff 
has been and will continue to be provided.  This increases communication among 
partners and reduces confusion and duplication of services to the customer.   
 
Staff is able to provide coordinated case management and related services by 
utilizing a shared data system.  This system houses assessments, employment goals 
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and needs, case notes and other pertinent data used by both agencies to ensure non-
duplication in a holistic approach. 
 
The Commonwealth will continue to coordinate and co-enroll as specified in Trade 
guidance.  Through this one-stop approach, 94 percent of trade customers receive at 
least self-service or staff assisted WIA services, with 53 percent being co-enrolled in 
both Trade and WIA Dislocated Worker funded services. 
 

v.   How is the state’s workforce investment system working collaboratively with 
business and industry and the education community to develop strategies to 
overcome barriers to skill achievement and employment experienced by the 
populations listed above in section (b)(i)(a.) of this section and to ensure they are 
being identified as a critical pipeline of workers?   
 
 Sector Strategies is an initiative designed to increase communication and 

collaboration between Economic and Workforce Development agencies. This 
plan has created identifiable high-growth, high-demand sectors at both the state 
and local levels. This process, coupled with the High Impact WIBs, will bring a 
return on the Commonwealth’s investment to the business community by 
developing strategic plans for reaching growth, training and pathways for 
individual customers within these sectors. Both the Commonwealth and LWIBs 
have identified and adopted sectors. 

 
 User-Friendly Online Services have been implemented with the Focus Suites 

system which will allow job seekers and employers to access a much improved 
work registration, resume writing, job matching and job listing system. 

 
 National Career Readiness Certification (NCRC) is now being utilized across all 

comprehensive centers, Adult Education, workforce investment partners, 
providing businesses with a platform of measuring a person’s skills and abilities. 

 
 Tech High is a program under development, which will increase the level of 

communication between local workforce boards, boards of education, technical 
education, and business and industry. The goal is to increase the level of 
postsecondary and work ready high school graduates, by developing education 
options for apprenticeships and specialty training to younger students. 

 
 Accelerating Opportunity Kentucky(AOKY) is an education and workforce 

initiative that mixes career training with additional support, such as career and 
success coaches, to give the participants the skills they need to succeed in school 
and compete in the workforce.  AOKY is based on the belief that postsecondary 
credentials are the gateway to family-supporting wages.  AOKY will ensure that 
students gain the skills they need for today’s high-demand jobs through 
innovative, short-term and ‘stackable’ education opportunities that will, in turn, 
lead to valuable credentials. 

 
 GED Express is an initiative designed to increase the total number of college and 

career ready graduates. The program promotes education attainment, including 
transition to postsecondary education, technical education and specialty training, 
by increasing awareness of education and skills requirements for high demand 
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jobs and emerging industries. 
 
 Entrepreneurship is an initiative that promotes entrepreneurship and innovation 

as employment and economic options with training available through the 
Commonwealth’s one-stop career center network. 

 
 Workforce Academy was developed to provide front-line staff with the customer 

service skills necessary to successfully engage customers and provide a full 
range of individual and business services. The program will develop benchmarks 
and baseline standards throughout the system while allowing for regional and 
local adaptation. Training began in June 2012 for local and regional trainers.  

 
 Work Ready Communities, one of the Commonwealth’s newest and most 

popular state initiatives, began certifying counties as Work Ready or Work 
Ready In-Progress.  The Commonwealth measures six categories ranging from 
high school graduation rates to Internet availability. The process requires that 
local county resources work together including: local elected officials, Chambers 
of Commerce, Workforce and Economic Development representatives, school 
superintendants, local business and industry. This group works together to 
develop a uniform plan that helps drive their local workforce to the next level. 
The plan serves as a guide, benchmarking their progress against real-time data. 

 
 Partner for Success is designed to remove individual agency and partner silos 

by promoting collaboration and unification of the state workforce system, 
allowing for increased customer access to programs and services, leveraging of 
resources and streamlining the customer journey.  State trainings have been 
completed and regional trainings are currently in progress. 

 
 Case Management provides staff members specific training to enable them to 

better understand  customer needs, skills, barriers, and refer them to partner 
programs. This transition will help the system remove the label “Unemployment 
Office” and provide staff with solution-based training. 

 
 High-Impact Workforce Boards is designed to assist LWIBs achieve their full 

potential. The project promotes innovation, efficiency, effectiveness and 
continuous improvement. The project was launched in June 2011, and boards are 
finishing their technical assistance year as of June 30, 2012.  Boards will then 
transition into phase II, utilizing plans learned from the transition year to begin 
adapting changes in service delivery at the local level.  

 
Currently, local areas have developed Business Services (Business Solutions) Teams 
to focus on meeting the needs of business and industry. The state business services 
coordinator provides technical support, shares best practices and provides training.  
Team members have been cross-trained to represent the one-stop and state 
workforce system’s full array of services and prevent the “silo” affect.   
 
To address business and industry needs and identify a critical pipeline of workers, 
the KWIB in conjunction with the KEWDC is implementing a Work Ready 
Communities Program, through which it will certify counties as “work ready” based 
on the quality of their labor force.  The program will raise the concept of “certified 



157 
 

employability” from the individual level as indicated by a person’s attainment of a 
NCRC or other credentials to the community level.  Further, it will promote 
cooperation among key community stakeholders (community college staff, 
secondary education, economic development professionals, elected and appointed 
officials, employers, chambers, school boards, community organizations, and others) 
as they work toward a common community goal. 
 
Earning Certified Work Ready Community status ensures citizens have the talent 
necessary to staff existing jobs and to master the innovative technologies new jobs 
will require in the future.  This certified status shows employers and prospective 
employers that a county has the talented workforce that business demands. 
 

v. Describe how the state will ensure that the full array of one-stop services is available 
to individuals with disabilities and that the services are fully accessible.   

 
The Commonwealth is committed to ensuring that individuals with disabilities have 
all available service opportunities. The system’s service philosophy is that job 
seekers with disabilities are served by workforce staff in the same manner as any 
other job seekers. Where additional support or expertise is needed, OVR staff will 
assist. Many of the individuals with disabilities seeking services at one-stop sites are 
veterans and thus receive one-on-one assistance from DVOP specialists in addition 
to the broad array of services otherwise available. Cross-training for staff system-
wide is promoted to ensure a seamless continuum of services.  To facilitate universal 
access, one-stop resource areas are equipped with a variety of assistive technology 
tools, including large computer monitors, low vision readers, screen reading 
software, TTY, and adjustable work stations. In addition, career center staff is 
available at all sites to orient customers to these resources and to assist them 
throughout the service experience.   

 
The DVOP and the LVER positions are integral to local workforce systems services 
to veterans. Service strategies and staff activities comply with federal veterans’ laws, 
regulations and the federal Veterans Grant and emphasize identification and 
outreach. 

 
vi. Describe the role LVER/DVOP staff have in the one-stop delivery system.  How will 

the state ensure adherence to the legislative requirements for veterans’ staff?  How 
will services under this Plan take into consideration the agreement reached between 
the Secretary and the state regarding veterans’ employment programs?  
(§§112(b)(7), 322, 38 U.S.C. Chapter 41 and 20 CFR 1001.120).)  

 
JVSG staff is utilized in an integrated approach to serve veterans.  All veterans should not 
and are not referred to JVSG staff.  DVOP specialist and LVER staff work as a team to 
better serve veterans targeted for specialized services.  The DVOP specialist provides 
intensive services to get the veteran job ready and the LVER provides job development 
services that lead to employment.  Since the DVOP specialist and LVER serve multi-
county areas, they may sometimes work as a virtual team even though they are not 
always in the same office location.   
 
The primary roles of LVER and DVOP staff are distinctly different and clearly delineated 
in individual staff performance plan for each. Together these roles complement one 
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another to better serve the employment needs of targeted veterans and employers. 
 

 DVOP specialists provide intensive services to targeted veterans. 
 LVER staff provides employer outreach and job development services. 

 
Veterans who need intensive services in order to obtain or retain employment are referred 
to a DVOP specialist.  The intensive services provided by a DVOP specialist include: 

 comprehensive assessment of education, skills and abilities; 
 in-depth interviewing and evaluation to identify employment barriers and goals; 
 group and individual career coaching; 
 short-term pre-vocational services; and 
 development of an individual employment plan. 

 
LVER staff conducts outreach to employers to assist veterans in gaining employment, 
and works with other service providers to promote the advantages of hiring veterans to 
employers and employer groups.  They market job seeking veterans by promoting their 
highly marketable skills and experience.   
 
Additionally LVER staff: 

 advocate for veterans with business, industry and other organizations; 
 plan and participate in job and career fairs;  
 coordinate with apprenticeship programs and business organizations to promote 

employment and training programs for veterans; 
 inform federal contractors of their responsibility to recruit and retain qualified 

veterans; 
 promote credentialing and licensing opportunities; 
 conduct seminars for employers; and  
 facilitate employment, training and placement services to veterans.   

 
Their involvement in BSTs varies among local areas; however they enter employer 
activities, comments and other pertinent information in EKOS where it is available for 
other staff that may be working with or contacting the same employer.  This measure will 
help to coordinate employer activities and contact when records are accurately recorded. 
 
LVER staff serves as local point of contact for questions about priority of service and 
assist offices in establishing local procedures to guarantee priority of service to veterans. 

 
vii. Department of Labor regulations at 29 CFR 37 require all recipients of Federal financial 

assistance from DOL to provide meaningful access to LEP individuals.  Federal financial 
assistance includes grants, training, equipment usage, donations of surplus property, and 
other assistance.  The regulations also apply to sub-recipients when Federal DOL funds 
are passed through from one recipient to a sub-recipient.  Describe how the state will 
ensure access to services through the state’s one-stop delivery system by persons with 
limited English proficiency and how the state will meet the requirements of ETA 
Training and Employment Guidance Letter (TEGL) 26-02 (May 29, 2003) which 
provides guidance on methods of complying with the Federal rule. 

    
Staff members ensure that customers with limited English proficiency receive adequate 
service. They identify the customer’s primary language at first contact and note in EKOS 
as Limited English Proficiency (LEP) when appropriate.  If language service resources 
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are not available within the office or agency, staff request necessary assistance that will 
be provided to the customer at no cost to the customer and without unreasonable delay. 
All sites have access to a contract interpretation service with 24-hour access to 
interpreters in more than 150 languages and dialects. Additionally, many sites have 
agreements with local colleges, universities and other community partners for translation 
services.  
 

ix.  Each state workforce agency shall operate an outreach program in order to locate and to 
contact migrant and seasonal farm workers (MSFWs) who are not being reached by the 
normal intake activities conducted by the local offices.  To this end, each state agency 
must include an annual agricultural outreach plan, setting forth numerical goals, policies, 
and objectives.  Regulations at 20 CFR 653.107 require that the outreach plan include the 
following elements:  

 Assessment of need  
 Proposed outreach activities  
 Services provided to agricultural employers and MSFWs through the one-stop 

delivery system  
 Numerical goals  
 Data analysis  

 
Assessment of Need 
The value of total agricultural production in the Commonwealth, crop and livestock 
production combined, totaled $ 4,824,561,000 according to the 2007 United States 
Department of Agriculture census data. Kentucky’s poultry and egg production was the 
leading commodity valued at $978,025,000 followed closely by horses at $952,384,000, 
cattle and calves at $635,911,000 and grains at $867,298.  Together these top four 
commodities made up more than three quarters (77 percent) of Kentucky’s total 
agricultural production. 
 
The Commonwealth is recognized as the “horse capital of the world” by producing 92 
percent of the nation’s horses.  However, current statistics show a decline in combined, 
total agriculture commodities with a total of $4,440,146,000 receipts.  The table below 
shows details for the top five agriculture commodities in 2010. 
 
 

Top Five Kentucky Agriculture Commodities 2010 
Commodity Farm receipts 

1,000 dollars 
Farm receipts 

percent of state 
Farm receipts 

percent of U.S. 

      

1. Broilers 806,627 18.2 3.4

2. Horses/mules 700,000 15.8 92.2

3. Cattle and calves 615,515 13.9 1.2

4. Corn 603,509 13.6 1.3

5. Soybeans 583,132 13.1 1.8

All commodities 4,440,146   1.4
 
According to official estimates from the U.S. Department of Agriculture, Kentucky ranks 
29th in the nation for agricultural productivity growth, which is 1.6 percent annually for 
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the period between 1960 and 2004. 
 
Estimates of agricultural employment are derived from agricultural labor data compiled 
from the Commonwealth’s electronic labor exchange systems and surveys of agricultural 
employers.  Given the crop cycle, demand for farm workers tends to be seasonal, with 
peak periods of demand often lasting for periods of short duration.  As a result, high job 
turnover is a distinguishing feature of the agricultural labor market.  Many of the 
Commonwealth’s agricultural workers are employed under informal work arrangements 
and are not tracked through the state system. As a result, it is believed that official 
estimates of agricultural jobs may understate the actual number in the Commonwealth’s 
agricultural workforce. The most recent 2002 Census of Agriculture KY had 115,117 
hired farm workers.  These numbers do not include farm work labor that is undisclosed 
with cash payments to legal and illegal farm workers.  
 
Overall agricultural employment levels in the Commonwealth do not appear to have 
changed significantly over the last decade with average annual rate of 4.7 percent for the 
most current reportable period and short-term growth projected at -.08 for 2011-2013.  
Estimated employment of agricultural workers for 2010-2020 is estimated to remain 
stable. 
 
Employment in crop production also appears to have been stable over the last decade, 
although there have been changes in the pattern of hiring.  Employment by farm labor 
contractors, who supply crop workers to farms, has increased.  Barring significant 
changes to national immigration policies, the estimated numbers of MSFWs in the 
Commonwealth are expected to remain constant over the next few years.  
 
Kentucky Farmworker Program preliminary reports for PY 2011-2012 indicate 342 
seasonal farmworker enrollees for PY 2011-2012 and there were no migrant farmworker 
enrollees in the period.  Of the 342 enrollees, 20 were eligible dependants.  Based on the 
projected levels of agricultural activity and growth patterns, little change is expected in 
the number MSFWs in the state; however, increased outreach should identify individuals 
needing services. 
 
MSFW and agricultural employer services are guided by the State Monitor Advocate, 
who is very knowledgeable of the state workforce system. At the present time, the duties 
of the State Monitor Advocate are performed by an alternate employee during an 
extended leave of absence.  The acting State Monitor Advocate was afforded an 
opportunity to approve and comment on the PY Agricultural Outreach Plan. 
  
Outreach Activities 

 
Employment in agriculture is inherently difficult to estimate because agricultural 
production, and in particular, crop production, is characterized by seasonal fluctuations in 
the demand for farm labor, some of which are often of short duration. For example, most 
crops must be planted at certain times of the year, cultivated, and harvested and prepared 
for market as they ripen. As a result, the Commonwealth agriculture-based employers 
have traditionally employed seasonal, and sometimes migrant, farm workers who move 
from farm to farm and region to region. However, official estimates of agricultural 
employment are derived from a survey of agricultural establishments that participate in 
the unemployment insurance system, and are thus more likely to count more permanent 
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agricultural workers than MSFWs. 
 

OET operates an outreach program to locate, identify and contact those MSFWs that are 
not being reached through normal intake activities conducted at the local office level. 
There are 300 customers with migrant status in the state’s information system that created 
or updated their records in the past 12 months.  The following plan describes the OET 
outreach policy, goals and objectives developed in accordance with federal regulations in 
20 CFR 653.107. 

 
MSFWs are provided access to the full range of employment services, benefits, 
information and protection available through the Commonwealth’s network of one-stops 
and local employment service offices.  
 
In addition to internal resources, OET maintains productive relationships with the 
Kentucky Farm Worker Program (402 grantee), the Kentucky Department of Education’s 
Migrant Education program, the Kentucky Farm Bureau, the Governor’s Office of 
Agricultural Policy and the University of Kentucky Agricultural Extension Service to 
provide assistance in all MSFW efforts. OET staff maintains an open line of 
communication with Texas Rural Legal Service and the Kentucky Migrant Legal 
Services project to facilitate the sharing of information and the discussion of issues that 
affect migrant and seasonal farm workers. 
 
The monitor advocate ensures that that all locations are operated consistently with the 
one-stop delivery model and offer a customer friendly atmosphere. This enhances the use 
of OET locations by the MSFW community while in the Commonwealth. 
 
OET has designated staff members who are trained in the MSFW outreach methods. This 
staff has also received training in OET services, the use of the complaint system, and 
services available from other community and state agencies. The monitor advocate  
provides outreach services by visiting worksites, MSFW housing and other areas of work 
concentration. Outreach workers carry identification as employees of OET. 

 
Wagner Peyser staff is trained to explain and encourage MSFWs to use the services and 
resources available in the one-stop system.  Outreach materials are disseminated 
throughout the state, especially in rural areas where MSFWs are likely to live, work and 
gather.   
 
OET is committed to making its workforce demographics reflect the population served. 
Full-time Spanish-speaking staff members are located in key offices to assist in the 
communication needs of our MSFW customers. Key written material concerning 
workforce services, complaint procedures, and other agencies’ services are available in 
Spanish. This encourages non-English speaking MSFWs to use the system. 
 
OET will continue to offer speakers to agricultural associations and groups in order to 
provide information concerning all programs that can benefit agricultural employees and 
employers. OET will continue to participate as an ex-officio member of the Farm Labor 
Advisory Committee of the Kentucky Farm Bureau and work closely with the Kentucky 
Farm workers program (402 grantee) board to identify and resolve MSFW issues. 
 
OET continues to provide outreach to increase the number of MSFWs contacted and 
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informed about available resources. This will be accomplished with assistance from 
groups such as the Latino Housing Coalition, the Kentucky Human Rights Commission, 
the Kentucky Department of Agriculture, Kentucky Farm Bureau, the University of 
Kentucky Agricultural Extension Service and Kentucky Farm Worker program. 
 
OET local offices actively promote the availability of agricultural openings and 
encourage U.S. workers to apply for these positions.  Announcements are placed in field 
offices in counties that have agricultural openings and at selected sites that farm workers 
frequently visit.  The goal for the number of MSFWs to be contacted by Wagner-Peyser 
staff is 330, reflecting a 10 percent increase from the number contacted in the prior 12 
months by all partners utilizing the state’s shared information system, EKOS. 
 
The Commonwealth makes the services of the one-stop career centers available to all job 
seekers, including MSFWs, in an equitable manner.  Each site must offer the full range of 
employment services, benefits and protections, including counseling, testing and job and 
training referral services to MSFWs as are provided to non-MSFWs.  Therefore, the 
services available from sites, including all other DOL-funded WIA services, must be 
available to MSFWs in a manner appropriate to their needs as job seekers. 
 

The DOL Employment and Training Administration (ETA) requires that states ensure equity of 
services for MSFWs and non-MSFWs.  The Commonwealth has the capacity to track outcomes for 
regular job seekers, including MSFWs, such as receiving staff assisted services, referrals to 
supportive services, referrals to jobs, career guidance and job development contacts to ensure 
MSFWs receive qualitatively equivalent and quantitatively proportion services.  The ratio of MSFWs 
to the total population served is relatively low.  The Commonwealth will utilize a regional approach 
to conduct outreach to MSFWs with concentrated efforts in the Bluegrass and Western Kentucky 
areas where there are higher numbers of MSFWs.  Using this approach, Wagner-Peyser funding will 
be utilized at an estimated $43,300 or the approximate cost for the services of one full-time staff. 
 

b. TAA and NAFTA-TAA, describe how rapid response and basic readjustment services 
authorized under other Federal laws will be provided to trade-impacted workers. 

  
Readjustment services provided to Trade impacted workers by Rapid Response Teams and 
Trade Re-adjustment Services begin with the state's notification of a WARN and/or the filing 
of a Trade Petition with the Department of Labor.   
  
Once the notices have been received, outreach begins by the Local Rapid Response Lead 
(LRRL) contacting and meeting with the affected employer.  The meeting will determine the 
reason for the layoff/shutdown, and determine if there are any avenues to pursue to avoid the 
layoff/shutdown.  If not, the LRRL will obtain information to determine the number of 
affected workers, the positions, shifts and services that will be needed to assist these 
workers in a smooth transition and find gainful employment as soon as possible. 
  
Subsequent to the employer meeting, the LRRL will collaborate with the workforce 
partners, community agencies, and the employer to schedule a Rapid Response orientation.  
During the Rapid Response orientation, and through the cooperating partners and community 
agencies, a description of services and information is provided to the workers.  This provides a 
better understanding of the steps required to file for Unemployment Insurance benefits, 
conduct active job searches, and receive supportive services from partner agencies and 
community agencies addressing any obstacles that may prevent them from obtaining 
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employment. 
  
If the layoff/shutdown is due to foreign import, Trade outreach activities begin once a petition 
is filed and/or certified by the Department of Labor.  If this is the case, LRRL will provide 
received information (list of workers' names and addresses) to the regional trade facilitator.   
  
Based on this collaborative effort, the affected workers are contacted by the development and 
distribution of the Letter of Potential Eligibility to include the date, time and location of a 
Trade Orientation, and any required documentation to be provided by the affected worker.   
  
The Trade Orientation, (conducted by the regional trade facilitator), and in coordination with 
WIA provides program information on the following:    
  
core and intensive services, 
eligibility requirements and documentation, 
training assistance information, 
partner and community agency services, 
labor market information, 
case management,  
comprehensive assessment, 
unemployment, 
job search assistance and registration, 
monetary benefits, i.e. UI, TRA, and allowances, 
benchmarks, and 
training waivers. 
  
During the initial assessment with the trade coordinator, the worker's path is determined.  At 
this time the worker's work history, job skills, work characteristics, training needs, etc. will be 
discussed, and an Individual Employment Plan (IEP) is initiated. For those workers expressing 
an interest in training, contact and referral information to the LWIB is provided for further 
assessments to determine eligibility.  Required documentation is shared between agencies 
once co-enrollment is determined.  If approved for Trade approved training, co- enrollment is 
initiated.  Subsequent to approval, monthly monitoring is conducted by OET and WIA to 
determine the worker's progress.  Once the training has been completed, the trade affected 
worker is referred back to OET for job search assistance and other services that will return 
them to suitable work, preferably in their field of training. 
  
Workers declining Trade approved training are placed on a Training waiver (if eligible), by 
the 26th week of regular UI.   The waiver will exempt them from the training requirement, 
allowing them to conduct a more extensive job search.    The goal remains the same to return 
these workers to suitable work as soon as possible.  In doing so, all Career Center Services, 
including partner agencies and community agencies remain available.   
  
The collaborative efforts between the Rapid Response team and Trade Readjustment 
Program continue to educate, serve and strengthen the business service bond with our local 
employers and job seekers in the Commonwealth. 

  
 
J. Professional Development and System Improvement  
How will the state develop personnel to achieve the performance indicators for the programs 
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included in the Plan?  
 

 Partner for Success 
This initiative seeks to move the state from a confederated set of agencies to a unified 
system focused on investment in workforce.  The initiative seeks to streamline services to 
employers and customers and leverage resources and share the credit for outcomes while 
providing opportunities for individuals at all levels of the system to take ownership in the 
vision, direction and return on investment made by the department. 
 

 Workforce Development Academy 
This initiative seeks to address and improve customer service at all levels of the 
Commonwealth’s workforce system.  The Workforce Academy seeks to achieve system-
wide consistency in its approach to customer service and has contracted an outside 
consulting firm to develop the plan for customer service re-training and roll-out to all 
staff across the state. 
 

 Employ Kentucky Operating System (EKOS) training 
The EKOS system allows staff to document services provided to our customers.  Training 
is provided within two months of hire and a refresher course is offered three months after 
basic training is completed.  This training is provided in connection with Focus/Career 
and Focus/Talent training.  Services training is provided to experienced staff as an 
advanced EKOS training. 
 

 Focus Suites 
This system allows customers to search for jobs, employers to post jobs and search for 
candidates and enables staff to view and monitor the activity for eligibility compliance 
while ensuring customers and employers have provided all necessary information for the 
system to properly function.  Focus/Career and Focus/Talent training is provided within 
two months of hire and a refresher course is offered three months after basic training is 
completed.  This training is provided in connection with EKOS training.  Job Order 
Writing Training and Focus/Assist training are provided to staff with job order writing 
responsibilities.  Training takes place as determined by local office management. 
 

 Unemployment Insurance Claimstaker Training 
Unemployment Insurance benefits are a big part of the services provided to our 
customers across the state that experience job loss through no fault of their own.  
Claimstaker training encompasses assisting customers with filing and managing their 
unemployment insurance benefits claim.  Training will be divided into three levels, basic, 
intermediate and advanced.  New staff will receive basic training within three months of 
hire.  Once staff has completed their initial probation period of six months, they will take  
intermediate training within three months of their probation completion.  Experienced 
staff will receive advanced training at the local management’s discretion to ensure all 
staff is properly trained on current issues and advanced claimstaker issues to best equip 
the local offices to effectively handle all issues. 
 

 Unemployment Insurance Disputed Claims Investigator Training 
Unemployment Insurance benefits are a big part of the services provided to our 
customers across the state that experience job loss through no fault of their own.  
Disputed claims investigator training encompasses our disputed claims branch who 
ultimately review disputed unemployment insurance claims to determine customer 
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eligibility to receive benefits.  Training is divided into two levels, Basic and Advanced.  
New staff in the disputed claims branch will receive Basic training within three months of 
hire.  Experienced staff will receive advanced training at the branch manager’s discretion 
to ensure experienced staff is properly trained to handle advanced issues. 
 

 Personal Professional Development Training 
All staff has the ability to participate in personal professional development courses 
offered to our agency by the Governmental Services Center.  Staff can enroll in and 
attend courses to improve communication, problem-solving and business writing skills 
and a wide variety of topics to assist them in performing their daily job functions. 
 

 Supervisor Training 
Upon promotion or hire into a management or supervisory position within the agency, all 
managers will be enrolled into the KEWDC’s Management Academy.  The Management 
Academy currently consists of seven online courses covering a variety of topics:  Merit 
System Basics, Hiring the Best and Investing in Your People, Solving Problems, 
Effective Communication and Conflict Resolution.  The program will eventually be 
expanded to include three additional courses on various leadership topics. 
 

 Program Specific Training 
Within our agency, we offer a wide range of services to our customers including military 
service veterans, disaster victims, large plant or employer closures and many other areas.  
Individually tailored training programs are developed for staff to ensure they are able to 
deliver effective services to address their needs.  These trainings are developed by the 
department as necessary to effectively deliver services to customers. 
 

 Develop Department-Wide Policies  
As the agency grows, management will continue to review existing policies, adjust them 
to address current needs and develop new policies as the need arises.  This will ensure the 
agency is operating and utilizing resources as effectively as possible. 

 
In answering this question, if the Unified Plan includes:  
  
1. WIA Title I and Wagner-Peyser Act and/or Veterans Programs:   

a.    Capacity of Local Boards -- How will the state build the capacity of local boards to develop 
and manage high performing local workforce investment system?  (§§111(d)(2) and 
112(b)(14).) 

  
For the year ending June 30, 2012, the Commonwealth made funds available to LWIBs for 
technical assistance under the High Impact WIB initiative.  Local areas submitted requests 
for funding – addressing any areas for improvements discovered during the onsite review 
process conducted in March 2011. Local boards, through an application, submitted requests 
for funding to realign strategic planning and innovation, to meet state and local workforce 
needs. 

 
Effective July 1, 2012, the Commonwealth and local workforce areas will begin the 
certification period. Local boards will begin submitting applications for “High Impact” status 
with preference given to any local area for funding request that is certified. The first 
application review window is scheduled for October 2012. State leadership has reached out to 
local boards informing them of the upcoming certification year.  
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b.  Local Planning Process -- Describe the state mandated requirements for local workforce areas’ 

strategic planning.  What assistance does the state provide to local areas to facilitate this 
process, (§112(b)(2) and 20 CFR 661.350(a)(13)), including: 

  
i.   What oversight of the local planning process is provided, including receipt and review of 

plans and negotiation of performance agreements? and 
  

ii.   How does the local plan approval process ensure that local plans are consistent with state 
performance goals and state strategic direction? 

 

A collaborative process has been implemented to redesign the local plan process to 
support the KWIB Strategic Plan.  State and local agencies along with LWIB staff are 
participating in the implementation of the new process.  Most local areas have completed 
their formal strategic plans and alignment with local plans is currently underway. 
 

OET and KWIB staffs provide local plan guidelines consistent with the development of 
the State Plan that includes the pertinent overarching visions for local. These guidelines 
will integrate strategies to meet the goals of the Governor, which include: aligning the 
Commonwealth’s workforce development system with Kentucky’s education objectives 
and economic development strategies, simplifying the workforce service delivery system, 
and improving service to achieve a customer-centered delivery system. This overall 
direction is documented in a revised local area plan, which will be due from each area on 
or before a specified date and reviewed by the KWIB. 
 

LWIAs are afforded opportunities to review the draft guidelines and provide comment 
before issuance of the final guidance. 

 

c.    Oversight/Monitoring Process -- Describe the monitoring and oversight criteria and 
procedures the state utilizes to move the system toward the state’s vision and achieve the 
goals identified above, such as the use of mystery shoppers, performance agreements.  
(§112(b)(14).)  

 
The Commonwealth is committed to ensuring that LWIAs are responsible stewards of state 
and federal dollars. The oversight and monitoring process includes a detailed review of all 
state and federal programs operated through DWI.  This is accomplished through an annual 
visit to the local areas and contractors.  LWIA technical assistance needs are identified based 
on the results of these visits to achieve the Commonwealth’s vision and performance goals.   
 
WIA 
Commonwealth monitoring teams perform on-site compliance visits to the WIA 
administration offices as well as local one-stop career centers to ensure they are compliant 
with the Workforce Investment Act, any amendments to the act, federal regulations and OET 
guidance letters.  The visits also provide oversight for adherence to the approved state plan, 
local plans and OET policies and procedures, thus ensuring quality services for our job 
seekers and employers.  State monitors verify entry of data into EKOS, provision of accurate 
eligibility determination, maintenance of required supporting case file documentation, 
appropriate expenditures and priority of service for veterans. 
 
A final determination report issued by OET states any unresolved issues and advises the 
LWIB of the subsequent resolution process in the form of a corrective action plan.  A follow-
up visit is conducted, if necessary, to verify that corrective actions and recommendations 
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from the compliance team have been acted upon by the local area. 
 
Technical assistance, training and policies are then produced in accordance to 
needs and issues identified during the monitoring process. 
 
Wagner-Peyser 
The Commonwealth’s monitoring staff conduct annual one-stop career center monitor visits 
to ensure compliance with the Wagner-Peyser Act.  A final determination report is issued by 
OET and address any outstanding issues resulting from the visit.  Follow-up visits are 
conducted, if necessary, to verify that corrective actions, if recommended, have been placed 
in action and efforts toward complete compliance is ongoing. 
 
Career Centers 
The Commonwealth’s monitoring staff conduct career center visits to review compliance 
within the facility and partners against established resource sharing agreements.  Any 
outstanding issues are detailed in a final determination report and corrective action plans are 
requested.  Follow-up visits, if necessary, take place to ensure compliance of the corrective 
action plan. 

 
LWIA monthly grant management report 
The Commonwealth’s LWIAs report their monthly financial information for the WIA and 
Trade grants via the WIA Online Reporting for Kentucky (WORK) system operated by OET. 
The financial information reported via the system is audited by OET during its annual 
monitoring visits for accuracy and compliance with state and federal regulations. The 
financial information is also subjected to an annual A-133 audit process for each LWIB.  The 
WORK system will undergo a major upgrade during the 2013 fiscal year to capture 
additional detailed financial information. 

 
LWIB Annual Financial Report 
An Annual Financial Report is prepared by OET for each LWIB from financial data 
extrapolated from the WORK system. The reports are sent to the LWIBs to provide 
additional information not available in the WORK system and to verify the accuracy of the 
report. 
 
Develop new monitoring tools to measure implementation of KWIB initiatives 
The OET procured the services of HeiTech Services, Inc. to evaluate and assess the state’s 
current monitoring policies, procedures and training, and to provide technical assistance and 
training based on their evaluation.  Services included a thorough review of current policies, 
practices, tools and training.  HeiTech Services then provided an action plan detailing 
recommendations for improvements through the creation of a monitoring template and 
supplemental guides.  State and local monitoring staff was trained on the new monitoring 
tools at two-day workshops in various locations. 
 
The development of new monitoring tools is a benefit to not only the Commonwealth’s 
program compliance visits, but also the monitors’ ability to measure the effectiveness of the 
KWIB initiatives. 
 
LWIA progress in implementing KWIB initiatives as designed 
 
Sector Strategies 
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Through a thorough data-driven analysis, the Commonwealth has adopted five statewide high 
growth targeted sectors.  The identified sectors are:   

 automobile and aircraft manufacturing, 
 transportation, distribution and logistics, 
 business services and research and development, 
 health care/social assistance, and 
 energy creation/transmission. 

 
Each of the Commonwealth’s 10 regions identified their high growth sectors in addition to 
those targeted by the Commonwealth.  The goal is to align the state workforce training 
initiatives and Individual Training Accounts (ITAs) to sector strategies, demand occupations 
and those that provide career ladders.  Data capturing and mining is critical to this process.  
The Commonwealth is in the process of creating a custom approach to track participants 
through eligible training providers, and how they fit into the state and regional sector 
initiatives. 

 
Branding & Identity 
A comprehensive rebranding initiative addressing the architecture of the entire system 
including one-stops, online services, and other public interfaces was identified in order to 
achieve a positive return on the Commonwealth’s investment in the system.  This rebranding 
effort included the establishment of the system’s foundational elements or values such as: 
 

 quality of customer service, 
 user-friendly tools, 
 consistent case management, and 
 standard menu of services. 

 
Identity re-tooling in the form of a new common brand is complete.  The internal and 
external launch of the new branding is ongoing and will be administered throughout local 
offices in the summer and fall of 2012. 
 
One-Stop Certification 
The one-stop certification plan has been completed and approved by KWIB. Standards and 
Measures required to meet certification regarding Job Seeker Services, Employer Services, 
and Center Management have been created and forwarded to regional leadership. There are 
standards in each of these categories for staffing and organization, and providing quality 
services. There are certification levels for both full service centers and affiliate centers.    
The self assessment tool has been completed and forwarded to OET regional managers, 
LWIB directors, and OVR and OFB leadership.  

 
Core Team members serve on technical assistance review team. Seven people have agreed to 
serve on the team so far.  $200,000 has been made available to assist local areas in technical 
assistance needs and divided based on the number of career centers in each area.  A technical 
assistance evaluation and guide form has been drafted to aide in approving or denying 
technical assistance requests. This assistance can be requested from now through June 30, 
2013. 

 
One-stop career centers can request certification beginning Oct. 1, 2012 through Sept. 30, 
2013 through their LWIBs. The LWIB will assemble a review team to make a 
recommendation on approval. The certification would be valid for a three year period at  
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which time recertification may be requested.    
 
National Career Readiness Certificates (NCRC) 
After being one of the pioneers of employability certifications, the Commonwealth formally 
adopted the Kentucky NCRC with a signing of an umbrella contract with ACT, Inc. in 
October 2010. Since that signing, OET has created the position of NCRC Coordinator to be 
the project manager for the build of the KY NCRC site https://nrcr.ky.gov/, and hired a 
person to fill that position. Partnerships with KYAE, KCTCS, the Department of Corrections 
and several entities within the KEWDC were forged and a billing and cooperation structure 
was built. The initial KY NCRC site was completed in January 2011, and the first NCRC was 
issued that month. The program now issues about 600 NCRCs per month. 

 
During the FY2013, all Memorandums of Agreement and the contract with ACT will be 
updated and renewed. Increased employer buy-in to the NCRC program is expected as the 
Work Ready Community initiative is embraced by more communities and there is more 
business-to-business dialog about the benefits of the NCRC for hiring and promotions within 
an employer’s workforce. 
 
Work Ready Communities 
Since the initial roll-out of this project in July 2011, counties across the Commonwealth have 
begun researching the data and building plans with their local teams. To date, seven counties 
have reached certification in one of two areas. Work Ready Certification or Work Ready In 
Progress. To become a certified Work Ready county, each applying county must meet and/or 
exceed all six current criteria. To become a certified Work Ready in Progress, each applying 
county must submit a plan outlining how they will reach certification status in all categories 
within a three-year period.  To date, seven counties have reached certification in one of the 
two areas. 

 
Work Ready Certified: 

 Daviess County 

 Henderson County 
 

 Warren County 

 Woodford County 

Work Ready in Progress: 
 Madison County 

 Montgomery County 

 Russell County 
 

Business Services Redesign 
The KWIB Business Services Redesign project to create a solutions-based business services 
approach was completed in June 2012.  A statewide BST training was conducted to prepare 
and assist staff and leadership in establishing a business services framework that will address 
partnership and confidentiality agreements, creation of business service resource guides, 
business turnaround assistance and the development of a proactive business services process 
and business protocol for supporting existing businesses. 
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High Impact WIBs 
The Commonwealth is in the process of completing the technical assistance year. Local areas 
submitted requests for funding – addressing any areas for improvements discovered during 
the onsite review process conducted in March 2011. Local boards, through an application, 
submitted requests for funding to realign strategic planning and innovation, to meet state and 
local workforce needs. 

 
Effective July 1, 2012, the Commonwealth and local workforce areas, will begin Year One 
certification period. Local boards will begin submitting applications for “High Impact” status 
with preference given to any local area for funding request that is certified. The first 
application review window is scheduled for October 2012.   

   
 
K. Performance Accountability  
Nothing in this guidance shall relieve a state of its responsibilities to comply with the accountability 
requirements of WIA titles I and II, including, for example, the requirements to renegotiate 
performance levels at statutorily defined points. The appropriate Secretary will negotiate adjusted 
levels of performance with the state for these programs prior to approving the State Plan.  
  
1.   What are the state's performance methodologies, indicators and goals in measurable, quantifiable 

terms for each program included in the Unified Plan and how will each program contribute to 
achieving these performance goals?  (Performance indicators are generally set out by each 
program's statute.)  

  
In answering the above question, if the Unified Plan includes:      
  

a.   WIA Title I and Wagner-Peyser Act and/or Veterans Programs:  
Improved performance and accountability for customer-focused results are central features of 
WIA.  To improve, states need not only reporting systems in place to collect data and track 
outcomes based on service delivery, but also performance management and accountability 
systems to analyze the information and modify strategies to improve performance.  See 
Training and Employment Guidance Letter (TEGL) No. 17-05, Common Measures Policy 
for the Employment and Training Administration’s (ETA) Performance Accountability 
System and Related Performance Issues, issued February 17, 2006.)   
  
In this section, describe how the state measures the success of its strategies in achieving its 
goals, and how the state uses these data to continuously improve the system.  
  
i. Describe the state’s performance accountability system, including any state-system 

measures and the state’s performance goals established with local areas.  Identify the 
performance indicators and goals the state has established to track its progress toward 
meeting its strategic goals and implementing its vision for the workforce investment 
system.  For each of the core indicators, explain how the state worked with local boards 
to determine the level of the performance goals.  Include a discussion of how the levels 
compare with the state’s previous outcomes as well as with the state-adjusted levels of 
performance established for other states (if available), taking into account differences in 
economic conditions, the characteristics of participants when they entered the program 
and the services to be provided.   Include a description of how the levels will help the 
state achieve continuous improvement over the life of the plan.  (§§112(b)(3) and 
136(b)(3).) 
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The OET utilizes EKOS as their tracking system for performance for all programs 
outlined in this plan.  All data are entered into this tracking system and then extracted 
from EKOS and submitted to DOL in the format necessary to calculate the performance 
measures for each program identified.  OET’s Performance Unit is responsible for 
performance tracking and reporting oversight of the state and local Workforce Investment 
Act, Wagner Peyser Act, Trade Act and Veterans programs.  Performance staff develops 
policies and guidelines addressing performance-related issues and also provide technical 
assistance to local areas.  In preparation for negotiating new statewide performance 
measures with the U.S. Department of Labor, the performance staff will work closely 
with OET’s Research and Statistics branch.  The Commonwealth implemented the 
Regression Model in Program Year 2012. 
 
The Commonwealth was granted a waiver by USDOL of the 17 performance measures 
under WIA Section 136(b), and the performance measures authorized by the Wagner-
Peyser Act, the Jobs for Veteran’s Act, and the Trade Adjustment Assistance Act. In their 
place, the state reports under the “common measures” as defined by USDOL. The value 
of implementing common measures is the ability to describe in a similar manner the core 
purposes of the workforce system: how many people obtained employment; did they 
remain employed, and what did they earn. USDOL has identified and is requiring nine 
performance measures of state and local programs. The measures are defined for 
intensive services and training activities, and are included in the following chart. 

 
ADULT DEFINITION 

Entered Employment Adult participants who are employed in the first quarter after the 
exit quarter 

Employment Retention Adult participants who are employed in both the second and third 
quarters after the exit quarter 

Average Six-month Earnings Total earnings in the second plus the total earnings in the third 
quarters after the exit quarter. 

DISLOCATED WORKERS DEFINITION 
Entered Employment Adult participants who are employed in the first quarter after the 

exit quarter 
Employment Retention Adult participants who are employed in both the second and third 

quarters after the exit quarter 
Average Six-month Earnings Total earnings in the second plus the total earnings in the third 

quarters after the exit quarter. 

YOUTH DEFINITION 
Placement in Employment or Education Youth participants who are in employment (including the 

military) or enrolled in postsecondary education and/or advanced 
training/occupational skills training in the first quarter after the 
exit quarter. 

Attainment of a Degree or Certificate Youth participants who attain a diploma, GED, or certificate by 
the end of the third quarter after the exit quarter. 

Literacy and Numeracy Gains Youth participants who increase one or more education 
functioning levels. 

 
Local boards must negotiate performance standards for Adults, Dislocated Workers and 
Youth. Performance analysts monitor key employment indicators to project the impact of 
the economy on the labor market and the result on performance rates, by statewide and 
local workforce area. 
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A description of the types of data that the Commonwealth and the LWIBs use in 
developing common performance goals follows 
 
An LWIA-level report is generated with historical data for each measure. If there are 
questions about the data in this report, it is discussed during the negotiation process. 
Other information is brought to bear on the analysis to develop a structured rationale 
supporting the proposed goals. This rationale will show how the various factors affecting 
performance, such as economic conditions, characteristics of the population served, and 
program design, will cause future performance to vary from the historical if the proposed 
levels vary significantly from the historical levels. 
 
Changes in the local economy and the impact of changes on the population to be served, 
especially in regards to employability, are analyzed using regression data. The regression 
model focuses on the common measures. Although common measures are based on the 
employment outcomes of the participants, these measures cannot be used to assess the 
effectiveness and impact of each local area without appropriate adjustments for the 
effects of local labor market conditions and the individual abilities and qualifications of 
the participants. Therefore unadjusted performance measures combine the true value 
added effects with the effects of local labor markets and personal characteristics 
 
Boards may bring additional factors that are relevant to their area to the negotiation 
process. The negotiation team must be prepared to define these factors in objective terms 
and provide any data used to support an argument that the factors have an impact on 
projected performance. An estimate of projected performance range is based on the net 
impact of all factors. The table below depicts the state’s performance goals established 
with local areas for PY 2011. 
 
  

The EKOS serves as the state’s data collection system for reporting and performance 
accountability. EKOS has the functionality and capacity to collect and report WIA, 
Wagner-Peyser, Veterans, Trade, and related programs’ performance outcomes consistent 
with federal requirements as specified in TEGL 17-05 for Common Measures. The 

PY11 Local Negotiated Performance Goals  

 West KY  TENCO  Northern KY LT  Green River Barren River GLWIB  EKCEP  CWIB  Bluegrass 

ADULT            
EER  73%  82%  78.0%  79.0%  85.0%  73.0%  79.0%  83.5%  81.0%  87.0%  

RR  84%  89%  85.0%  89.0%  88.0%  81.0%  86.0%  86.0%  86.0%  90.0%  

AE  $12,000  $13,700  $12,750  $14,300 $12,500  $9,200  $15,500  $11,200  $10,800 $13,600  

DW            
EER  80%  85%  90.0%  73.0%  87.0%  62.0%  73.0%  84.0%  78.0%  72.0%  

RR  87%  93%  87.0%  90.0%  90.0%  91.0%  90.0%  89.0%  88.0%  90.0%  

AE  $12,000  $13,200  $14,500  $13,650  $14,000  $11,500  $14,800  $13,200  $10,900 $13,200  

YOUTH            
PLACEMENT  65%  57%  57.0%  72.0%  67.0%  81.0%  65.0%  65.0%  75.0%  48.0%  
ATTAINMENT  68%  70%  50.0%  47.0%  47.0%  70.0%  52.0%  54.0%  78.0%  58.0%  
LITERACY  40%  74%  65.0%  52.0%  51.0%  48.0%  55.0%  48.0%  66.0%  59.0%  
 
 
 
 
 
           



173 
 

Commonwealth tracks and reports services and activities by local workforce area, office 
site, partner/agency, and individual staff member. 
 
The Commonwealth uses DART software application to produce the quarterly and annual 
reports for WIA and Wagner-Peyser.  All report data is validated through US DOL 
approved software, DRVS.  
 
The Commonwealth utilizes Crystal Reports as well as Business Objects (a product of 
SAP AG), which is a reporting application that allows staff to review participant 
information that has been entered into EKOS.  EKOS is used by all LWIBs, OET, and 
several of the one-stop partners to create a transparent and integrated service delivery 
system. 

 
This combination of a shared information system and custom reporting tools provides a 
means to monitor participant enrollment and the activities and services that are provided. 
Crystal Reports allows staff to obtain reports on a wide range of criteria, such as 
customers, services, providers, specific time periods, specific cohorts of participants 
(Adults, Dislocated Workers, Youth, Summer Youth, and Trade) registrants or exiters.  It 
also allows staff to design reports based upon the elements and parameters they select. 
 

ii. Describe any targeted applicant groups, such as TANF recipients, Veterans, ex-offenders, 
and migrant and seasonal farm workers, under WIA title I, the Wagner-Peyser Act or 
Title 38 Chapters 41 and 42 (Veterans Employment and Training Programs) that the state 
tracks. (§§111(d)(2), 112(b)(3) and 136(b)(2)(C).) 
 
The Commonwealth tracks targeted applicant groups required by DOL as part of its 
annual report. OET maintains an Internet accessible data warehouse called Crystal 
Reports that is available to any state and local staff who have secured access.  It is used to 
access and provide reports on the information for targeted applicant groups including 
TANF recipients, veterans, ex-offenders, workers adversely affected by foreign trade and 
migrant and seasonal farm workers. This data warehouse can also be accessed using 
Business Objects software application. Numerous reports can be generated that track 
targeted populations based on services received, participant characteristics, co-enrollment 
and caseload management. The data is refreshed daily and reports allow staff to monitor 
program and participant activities for active as well as exited participants. 

 
The Commonwealth closely monitors and analyzes the characteristics of its veterans’ 
population to identify current and changing trends that may impact their re-employment 
service needs and the state’s service plan.   
 

iii. Identify any performance outcomes or measures in addition to those prescribed by WIA 
and what process is the state using to track and report them.  
 
Return on Investment (ROI) is a critical decision-making tool that maximizes the state’s 
workforce, economic development and education investments.  Given the range of 
stakeholders, it is critical that the ROI tools are developed with the input of these groups and with 
easy access to the latest available data presented in an understandable way, especially for industry 
partnerships, economic development, and local and state workforce officials. To accomplish this, 
KWIB will work closely with a former executive of Toyota Motor Manufacturing to adapt their 
private-sector model for performance measurement to analyze the impacts and outcomes of our 
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investment in talent development, and responsiveness to the needs of existing and sector-based 
targets. 
 
The Toyota model looks at the overall vision of the organization and breaks it down into 
management areas, such as supply, demand and service delivery. We will also consider 
such areas as training and education, employer and economic development, and system 
simplification. These correspond to the state board’s goals of alignment, simplification and 
a customer-centric system. 
 
The KWIB System Performance Measures Committee developed the following as a 
starting point for the Commonwealth. 
 
The KWIB’s Strategic Vision is about supporting sustainable economic and job growth.  
The KWIB seeks to measure a culture change in the workforce system.  The core values 
of the new culture are: 
 

 continuous improvement 
 entrepreneurial and innovative approaches, and 
 problem-solver role 

 
The committee proposes an accountability measurement system based on management 
areas, items to manage and key performance indicators (KPI) which serve as 
measurement tools for each item.  The physical representation of this measurement will 
be a workforce scorecard providing a dashboard view of progress and performance. 
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Other performance outcomes are tracked and reported for the following programs other 
than WIA. 
 
Veterans Program 
The performance goals for Public Labor Exchange for Veterans are tracked as are 
performance goals for grant-based activities. These measures are reported on the 9002 
and VETS200 federal reports. 
 
Veterans Performance Goals for Public Labor Exchange 
Veterans Entered Employment Rate following Staff-Assisted Services 
Veterans Employment Retention Rate 
Disabled Veteran Entered Employment Rate 
Disabled Veteran Entered Employment Rate following Staff-Assisted Services 
Disabled Veteran Employment Retention Rate 

 
Performance Goals for Grant Based Activities 
LVER Veteran Entered Employment Rate 
LVER Veteran Entered Employment Rate following Staff-Assisted Services 
LVER Veteran Employment Retention Rate 
DVOP Veteran Entered Employment Rate 
DVOP Veteran Entered Employment Rate following Staff-Assisted Services 
DVOP Veteran Employment Retention Rate 
DVOP Veteran Entered Employment Rate following receipt of Case Management 
 
Migrant Indicators of Compliance (MIC) 
Applicants identified as eligible for migrant status are tracked and reported on the federal 
Migrant Indicators of Compliance Report (MIC). The categories include: 
 Migrant Farm Worker 
 Migrant Food Processor 
 Migrant Tech Worker 
 Seasonal Farm Worker 
 
The MIC Report compares services provided to migrant farm workers, seasonal farm 
workers, and migrant food processing workers (MSFW) to services for all non-MSFW 
job applicants. Report statistics measure the equality of service for migrant and non-
migrant applicants. 
 
Trade Act Program 
Participants served under the Trade Act are tracked and reported on the Trade Act 
Participant Report (TAPR). The TAPR tracks program performance and participant 
outcomes and consists of records for current participants and those who have exited the 
program for five quarters after exit.  

 
iv. Describe the state’s common data system and reporting processes in place to track 

progress.  Describe what performance information will be collected from the various one-
stop partners (beyond that required by DOL), use of quarterly wage records, and how the 
statewide system will have access to the information needed to continuously improve.  
(§112(b)(8)(B).)  
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As stated above, EKOS is the Commonwealth’s common data collection system. Data is 
extracted from this system to prepare and submit all WIA quarterly and annual reports. In 
addition to EKOS, the Commonwealth uses Crystal Reports to provide reports requested 
by local boards and other state staff. The reporting tool is Internet accessible and requires 
security clearance to access the data. Performance staff also prepares reports and data sets 
for local boards' use and provide extensive performance measure analysis of the results 
for each quarterly and annual report. 
 
EKOS interfaces with the Unemployment Insurance Wage Records. Wage data is brought 
into EKOS and stored in the data warehouse to use for reporting the Entered Employment 
Rate, Employment Retention Rate at six months and Average Earnings as required for 
WIA and Wagner-Peyser reporting. On a quarterly basis, the Commonwealth sends a file 
to Wage Record Interchange System (WRIS) of customer’s social security numbers to 
request wages for those customers that are employed out-of-state. Although these wages 
are not loaded into EKOS for viewing purposes, the information can be utilized to track 
performance outcomes for all federal programs as well as other state and regional 
programs specific to the Commonwealth. 
 
The statewide system will use this information to evaluate the effectiveness of the 
services to customers and employers, as well as the level of interaction among partners. 
Through a series of reports designed specifically to utilize this data, the Commonwealth 
can identify statewide and regional trends to make changes and improve the service 
delivery system. 

 
v. Describe any actions the governor and state board will take to ensure collaboration with 

key partners and continuous improvement of the statewide workforce investment system. 
(§§111(d)(2) and 112(b)(1).)  
 
Through the following KWIB initiatives, the board will ensure collaboration with key 
partners and continuous improvement. 

 Branding/Identity – comprehensive rebranding to address the architecture of the 
entire workforce system. 

 One-Stop Certification – establishes a policy framework to serve as the baseline 
standards of a one-stop career center. 

 National Career Readiness Certificate (NCRC) – increases communication and 
collaboration between workforce boards and boards of education, technical 
education, postsecondary education and economic development. 

 Work Ready Communities – encourages the collaboration of elected officials, 
economic development agencies and educators in an effort to focus on improved 
competitiveness of the workforce. 

 High Performing Workforce Boards – ensures the effectiveness of LWIBs and 
enhances the strategic nature of the boards. 

 Partner for Success –establishes an Achieving Success Together team to identify 
common and complementary services and examine ways to increase efficiency 
and effectiveness by simplifying service delivery.  The initiative is driven by 
employer and individual consumer vantage points. 

 
vi. How do the state and local boards evaluate performance?  What corrective actions 

(including sanctions and technical assistance) will the state take if performance falls short 
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of expectations? How will the state and local boards use the review process to reinforce 
the strategic direction of the system?  (§§111(d)(2), 112(b)(1), and 112(b)(3).)  
 
The state performance unit supplies data to LWIBs quarterly to help them monitor their 
progress toward achieving their goals.  The quarterly submittal and review allows LWIBs 
to identify areas of concern and initiate improvements. 
 
OET will review and compare the local board’s negotiated goals and performance 
quarterly to determine if targeted outcomes exceed or meet projected outcomes. The OET 
performance and technical assistance/monitoring team will review WIA quarterly reports 
to reduce the possibility of failure in any one measure and to monitor progress or decline. 
 
If the actual outcome rate falls below the negotiated range, it will be essential that the 
rationale for the decline be compelling. The rationale must be related to one or more of 
the factors stated below. 

 
 Changes in the local economy that may lead to lower levels of performance than what 

is suggested by the historical data. This may include the following economic factors: 
o local unemployment rate, 
o local industry employment growth rate, and 
o average area earnings. 

 
 The extent to which the proposed levels reflect or result from a decision to emphasize 

the provision of service to persons with significant barriers to employment. The 
following factors related to the employability of WIA clients may be considered: 
o pre-program earnings, 
o educational attainment, and 
o TANF recipient. 

 
 Changes in the program design that may lead to lower levels of performance than 

what is suggested by the historical data. The information may include the effect of the 
following factors: 
o percentage receiving job search assistance only, 
o UI profiles, 
o percentage receiving occupational skills training, and 
o percentage receiving objective assessment only. 

 
 

vii. Include a proposed level for each performance measure for each program year covered by 
the plan.  While the plan is under review, the state will negotiate with the respective ETA 
Regional Administrator to set the appropriate levels for the applicable year.  States must 
identify the performance indicators required under section 136, and, for each indicator, 
the state must develop an objective and quantifiable performance goal for each program 
year covered by the plan.  States are encouraged to address how the performance goals 
for LWIAs and training providers will help them attain their statewide performance 
goals. (§§112(b)(3) and 136).)   
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WIA 
Adult Measures Negotiated

PY11 
Actual 

PY11 
Negotiated 

PY12 
  Entered Employment Rate 83.5% 82.8% 81.8% 
  Employment Retention Rate 86.0% 89.4% 90.7% 
  Avg. Six Months Earnings $11,200 $16,197 $15,500 
Dislocated Worker    
  Entered Employment Rate 84.0% 86.4% 86% 
  Employment Retention Rate 89.0% 91.3% 91.3% 
  Avg. Six Months Earnings $13,200 $17,764 $16,838 
Youth    
  Placement in Employment   
or Education 

65.0% 68.1% 70% 

  Attainment of a Degree or  
  Certificate 

54.0% 68.8% 70% 

  Literacy and Numeracy   
Gains 

48.0% 63.0% 61.9% 

Wagner-Peyser 
  Entered Employment Rate 60.0% 55% 55% 
  Employment Retention Rate 75.0% 80% 79% 
  Avg. Six Months Earnings $11,400 $14,649 $13,000 

 
 

2.  Has the state developed any common performance goals applicable to multiple programs? If so, 
describe the goals and how they were developed.  

 
Other than US DOL common measures, the Commonwealth as not established any common 
performance goals applicable to multiple programs.  However, as discussed in Section K.a.iii 
above, the Commonwealth is developing workforce system performance measures. 
 

L. Data Collection  
1. What processes does the state have in place to collect and validate data to track performance and 

hold providers/operators/sub-grantees accountable?  
  
    In answering the above question, if the Unified Plan includes:  
  

a. WIA Title I and Wagner-Peyser Act and/or Veterans Programs, describe the state’s common 
data system and reporting processes in place to track progress.  Describe what data will be 
collected from the various one-stop partners (beyond that required by DOL), use of quarterly 
wage records, and how the statewide system will have access to the information needed to 
continuously improve.  (§112(b)(8)(B).) 

   
The Commonwealth’s EKOS system houses the data inputted from all workforce agencies 
with security access.  The OET performance unit monitors the data to ensure accuracy.  
Reports are generated weekly, sometimes daily, and analyzed to ensure that the data in the 
system is validated and accurate.  This system is in place for all programs, including WIA 
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Title I and Wagner-Peyser Act and/or Veterans Programs. 
 
 
2.   What common data elements and reporting systems are in place to promote integration of Unified 

Plan activities?  
  

The EKOS system can handle almost any type of program or activities.  It also has the 
capability to be a state specific system in that custom tabs can be created for certain programs 
or activities where data can be captured that is not captured elsewhere.  The Commonwealth is 
tracking the following programs under the Unified Plan in EKOS:  WIA Title 1B, Wagner-
Peyser, VETS and Trade. 
 
The Commonwealth also has implemented Focus Suites that features a job seeker portal called 
Focus/Career, an employer portal called Focus/Talent and a staff portal called Focus/Assist.   
This system allows job seekers/employers to enter their information into a system regardless 
of the program they are seeking.  For example, within the Focus/Career portal, job seekers can 
create and/or update their resume.  Much of this information is transferred back to EKOS for 
reporting purposes. 

 
M. Corrective Action  
Describe the corrective actions the state will take for each program, as applicable, if performance 
does not meet expectations.  
 
Workforce Investment Act (Adult, Dislocated Worker and Youth): 
Program problems or areas for improvement may be discovered through regular work processes or 
through monitoring reviews by OET. As this occurs, corrective actions will be taken, such as 
developing or rewriting procedures, providing additional training or other appropriate actions. 

OET will monitor the degree to which LWIBs meet the negotiated goals for the common measures as 
defined. Performance will be reviewed by OET performance staff throughout the program year.  
OET monitors will also conduct an on-site review of each local board at least once a year.   

If performance does not meet expectations, the following corrective actions will be taken.  

 OET will offer technical assistance and training targeted to correct problem areas and will 
encourage local boards to obtain additional assistance and training on their own, as 
appropriate.   

 Corrective action plans will be required when necessary. The corrective action plan will 
address each goal that was not met and include measurable objectives for correcting 
deficiencies.   

 If the local economy or other unexpected circumstances play a significant role in failure, the 
negotiated performance goal may be analyzed and possibly revised.  

For programs that fail to meet performance expectations for two consecutive years, the governor may 
reorganize the LWIA or LWIB. 

Veterans Programs (LVER and DVOP): 
Agency staff members review quarterly reports to determine when corrective action is required in 
order to meet the performance standards negotiated with the Veterans Employment and Training 
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Service (VETS). VETS monitors services to veterans periodically and requests corrective action 
when performance does not meet standards or when priority of service is not provided. 
 
 
One-Stop Career Centers/Workforce System: 
Performance of the one-stop career centers and the system as a whole is monitored because a 
successful outcome is dependent on the services and efforts of more than one provider (or funding 
source). 
 
Wagner-Peyser: 
Program problems or areas for improvement may be discovered through regular work processes or 
through reviews by OET performance management reports. As this occurs, corrective actions will be 
taken, such as developing or rewriting procedures and providing additional training. Local office 
staffing plans will also be evaluated based on customer demand and performance and revisions may 
be made as necessary for optimal performance. 
 
Below is the OET process to address Common Measures performance issues (WIA, Trade, VETS, 
Wagner-Peyser) 
  

 comply with WIA and Wagner-Peyser Sanction procedures,  
 review and compare negotiated levels with actual performance quarterly to determine if 

outcomes exceed or meet, 
 OET performance and technical assistance team reviews results to reduce the possibility of 

failure, 
 determine if changes in local economy played a factor in failure, 
 state level support staff assists when a barrier to meeting performance occurs,  
 implement cross-training focused on best practices and performance improvement,  
 development procedures and checklists to ensure data integrity, and 
 implement quality control and use proper analysis data for continuous improvement and 

program design. 
 
In answering the above question, if the Unified Plan includes:  
  
1. Unemployment Insurance,   

a. Explain the reason(s) for the measurement areas in which the state's performance is deficient. 
 
First Payment Time Lapse: Due to increased claim volume during the past approximately 
three years, an increase in the employment rate, use of incompatible computer systems and 
staffing inadequacies, the Commonwealth has exceeded the required time period for making 
first benefit payment from the date the claim was filed. 

 
Nonmonetary Determination Time Lapse: Due to a lack of adequate staffing, the 
Commonwealth has been unable to meet this performance standard since 2010. 

 
Lower Authority Appeals Decision Time Lapse: Due to the processing of a very large 
number of appeals creating a substantial backlog of cases, staffing inadequacy, difficulty in 
replacing and training staff, slowdowns due to proof reading issues and staff attendance 
issues, the Commonwealth has been unable to meet this performance standard since 2010. 

 
Higher Authority Appeals Decision Time Lapse: Due to a large number of appeals 
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received and additional time required for completing an appeal from a referee decision due to 
quality issues with referee decisions the Commonwealth was unable to meet this performance 
standard in 2010. 

 
Documentation of National Directory of New Hires: The Commonwealth has not been 
generating reports when a claimant is submitted to the directory for monitoring the required 
Benefit Accuracy measurement (BAM) timeframes. 

 
Monetary Denials Comparison Report: The Commonwealth has not identified and 
corrected the monetary denials sample populations in order to comply with criteria for quality 
control. 

 
Data Validation: The Commonwealth has not completely submitted and received “passes” 
of all populations for Benefits and Tax areas. 

 
b. Include a description of the actions/activities which will be undertaken to improve 

performance. 
  

First Payment Time Lapse: The Commonwealth has added eight permanent employees 
in the disputed UI claims area. The computer systems have been modified and redesigned 
to better assist individuals claiming benefits. Programming code is constantly being 
developed to add functionality to improve the system. Claimants now have an additional 
seven days to complete their first payment request. A “Business Process Analysis” being 
performed by a consultant group is currently under way and will culminate in 
recommendations to improve first payment timeliness. 
 
Nonmonetary Determination Time Lapse: Eight permanent employees have been 
added in the disputed UI claims area to address the increase in work load. 
 
Lower Authority Appeals Decision Time Lapse: Additional permanent referees have 
been hired. Interim (9 month) referee appointments will be used to help reduce the 
backlog of cases. Additional training has been implemented to improve writing quality 
and efficiency. 
 
Higher Authority Appeals Decision Time Lapse: The 40-day average case age 
standard was met for the majority of 2011. Additional training has been implemented to 
improve writing quality and efficiency. 
 
Documentation of National Directory of New Hires: The Commonwealth has 
completed the reports documenting the National Directory of New Hires match against 
BAM samples. The reports will be completed annually. 
 
Monetary Denials Comparison Report: The Commonwealth has now complied with 
the criteria for Quality Control through identification and correction of the monetary 
denials sample population. 
 
Data Validation: The Commonwealth submitted for data validation all outstanding 
populations for Benefits and Tax. Benefits populations 3, 3a, 4, and 6 were submitted. 
Module 4 for TPS status determinations and BTQ nonmonetary determinations were 
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submitted. Benefits populations 12, 13, 14 were submitted. Benefits populations 1, 8, and 
9 were resubmitted with current data. All other Benefits and Tax populations were 
previously submitted and passed. 

 
c. If a Corrective Action Plan was in place the previous fiscal year, provide an explanation of 

why the actions contained in that plan were not successful in improving performance, and an 
explanation of why the actions now specified will be more successful. 
 
First Payment Time Lapse: The corrective action plan has resulted in improvement by 
decreasing the number of days in this measurement for some quarters but has yet to yield 
consistent improvement over multiple quarters.  The division purchased a new system that 
will allow for more efficiency in writing and mailing determinations and will eventually 
result in removing the function from the mainframe.  This will allow for the ability to 
customize the decisions more efficiently and facilitate mailing the decisions to the customers. 
 
Nonmonetary Determination Time Lapse:  The corrective action plan adding eight 
permanent employees has resulted in improvement but has yet to yield consistent 
improvement over multiple quarters.  Increased efforts will be made to improve performance 
in this area. 
 
Lower Authority Appeals Decision Time Lapse:  The corrective action plan has resulted in 
improvement by decreasing the number of days in this measurement for some quarters but 
has yet to yield consistent improvement over multiple quarters.  There has been steady 
improvement in all measurements but the average case age has not been reduced to the 
acceptable level of 30 days or less for the average age of the cases on appeal. 
 
Higher Authority Appeals Decision Time Lapse:  The corrective action plan has resulted 
in improvement by decreasing the number of days in this measurement for most quarters and 
there has been consistent improvement over multiple quarters.  It is likely the improvement 
will continue. 
 
Documentation of National Directory of New Hires:  This measurement has been met and 
the Commonwealth will continue to complete the required reports annually.  The 
Commonwealth currently is working with On Point to create a system to document “no hits” 
when compared to the directory.  An internally created spreadsheet is currently being used, 
but it is not deemed the best practice by the Department of Labor. 
 
Monetary Denials:  The Commonwealth is now seeking verification of its compliance and is 
working toward meeting annual requirements. 
 
Data Validation:  The corrective action plan resulted in the Commonwealth submitting all 
required information.  All Benefit and Tax populations have now been submitted.  It is likely 
that all will be passed as acceptable.  The Commonwealth will continue to submit all data 
timely. 
 

d.   Describe plans for monitoring and assessing accomplishments of planned actions and for 
controlling quality after achieving performance goals.   

 
First Payment Time Lapse: Department of Labor 9050 Report (UIB RJ 1 / 2). 
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Nonmonetary Determination Time Lapse:  Department of Labor 9052 Report (UIB RVB). 
 
Lower Authority Appeals Decision Time Lapse:  Department of Labor 9052 Report. 
 
Higher Authority Appeals Time Lapse:  Department of Labor 9052 Report. 
 
Documentation of National Directory of New Hires:  The Division of Unemployment 
Insurance created a spreadsheet for comparison with the directory.   
 
Monetary Denials:  The Commonwealth uses a program on its mainframe to pull sample 
weeks for quality control reviews. 
 
Data Validation:  The Commonwealth uses the “Sun System” from the Department of Labor 
website to compare data to verify and validate the data. 

 
  
N. Waiver and Work-Flex Requests  
  
Will the state be requesting waivers as a part of this Unified Plan?    
  
In answering this question, the following waiver provisions apply if the Unified Plan includes:  
  
1.  WIA Title I and Wagner-Peyser Act: States wanting to request waivers as part of their Unified 
Plan submission must attach a waiver plan, as required by 20 CFR 661.420(c), that includes the 
following information for each waiver requested:  
 

 Statutory and/or regulatory requirements for which a waiver is requested.  
 A description of the actions the state or local area has undertaken to remove state or local 

statutory or regulatory barriers.  
 A description of the goals of the waiver, how those goals relate to Unified Plan goals, and 

expected programmatic outcomes if the waiver is granted.  
 A description of individuals impacted by the waiver.  
 A description of the processes used to monitor implementation, provide notice to any LWIB 

affected by the waiver, provide affected LWIBs an opportunity to comment on the waiver 
request, and ensure meaningful public comment, including comment from business and labor.  
 
The Commonwealth requests the continuance of the following previously approved waivers.  
(See Attachment H – Full Waiver Plans) 

 
1.   Waiver of WIA Section 133(b)(4) and WIA Regulations §667.140 to increase the 

allowable transfer amount between adult and dislocated worker funding 
streams allocated to a local area. 

 
Local boards have the option to continue to transfer up to 50 percent of a program 
year allocation for adult employment and training activities and up to 50 percent of a 
program year allocation for dislocated worker employment and training activities 
between the two programs. 
 
The waiver will provide LWIBs the continued ability to better respond to changes in 
the economic environment and the local labor market. The only programmatic 
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impact will be the flexibility to channel resources to the population with the greatest 
need at that time.  

 
2. Waiver of WIA Section 133(b)(2)(B) to be expended on incumbent worker 

training activities pursuant to the rules adherent to statewide activities 
described by WIA Section 134(a)(3).  These funds will be connected to layoff 
aversion activities. 

 
With the increasing global competitiveness, it is imperative that businesses and 
industries have the most skilled and knowledgeable employees. With skill 
upgrading, businesses will be able to remain viable and prevent layoffs and closures. 
With this waiver, the Commonwealth can strengthen the regional economy and 
retain and train the current workforce. Creating more flexibility within WIA 
regulations through this waiver is critical to meeting the Commonwealth’s goals 
related to layoff aversion, skill enhancement and business services.  

 
3.  Waiver of WIA Section 134(a)(1)(A) and WIA Regulations 20 CFR 665.310 

through 20 CFR 665.330 to permit a portion of the funds reserved for rapid 
response activities to be used for incumbent worker training. Allow up to 20 
percent of Rapid Response funds to be shifted, as needed, to LWIAs for the purpose 
of providing incumbent worker training. 
 

This waiver promotes maximum investment of available funds as well as increases 
levels of service. It focuses on employer and worker layoff aversion and competitiveness 
through skills upgrade training, therefore, strengthening regional economies and 
promoting flexibility of LWIAs to further expand incumbent worker activities. 

 
4.   Waiver of 20CFR 666 and 667.300(a) to reduce the collection of participant data 

for incumbent workers.  Permit the Commonwealth to discontinue the collection of the 
following Workforce Investment Act Standardized Record Data (WIASRD) elements:  
single parent (117), unemployment compensation eligible status at participation (118), 
low income (119), TANF (120), other public assistance (121), homeless individual 
and/or runaway (125), and offender (126).  Under the waiver, the Commonwealth will 
continue to collect and report information on incumbent workers trained with local WIA 
dislocated worker funds and rapid response funds awarded to local areas for layoff 
aversion, in the WIASRD Section II, Program Activities and Services Information, and 
Section III, Program Outcomes Information, to account for the use of funds. 

 
The goal of this waiver is to minimize the data capture requirements impacting skills 
upgrade training programs through incumbent worker training so that employers are not 
unnecessarily burdened with federal data collection requirements that do not provide 
relevant program information. The goal is to simplify the process of serving businesses 
and industries and incumbent workers. Expected program outcomes include allowing 
local area flexibility to offer incumbent worker services and enhancing services to 
businesses along with increasing flexibility to engage and work with businesses in 
improving skills of the employer’s workforce. Additionally, eliminating the requirement 
to capture information that does not impact program outcome, will allow local areas to 
assist employers in averting layoffs and improve employer customer satisfaction. 
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5.   Waiver of WIA Section 101(31)(B) to increase the employer reimbursement for on-
the-job training (OJT).   WIA would reimburse up to 90 percent to employers with 50 
or fewer employees and up to 75 percent of the costs for employers with 51-250 
employees. Businesses with more than 250 employees would be reimbursed at the 50 
percent rate. 

 
Employers, WIA customers and job seekers will be positively affected through this 
waiver. The Commonwealth’s smaller employers will benefit due to the increased 
reimbursement rate. The time the employer has to devote to the OJT employee will 
make them more valuable to present and future employers. As more employers are able 
to access OJT training, it will provide training to more adults and dislocated workers 
eligible for services under WIA.  

 
6.  Waiver of the required 50 percent employer contribution for customized training 

at WIA Section 101(8)(C).  Through this waiver, the employer match would range from 
a minimum of 10 percent to a maximum of 50 percent, based on the employer’s size. 
Specifically, the Commonwealth shall establish the required portion of the costs, which 
shall not be less than 10 percent of the costs for employers with 50 or fewer employees 
and not less than 25 percent of the costs for employers with 51-250 employees. 
Businesses with more than 250 employees would be charged the 50 percent rate. 

 
The proposed sliding scale for the employer contribution will create the necessary 
flexibility for employers to provide the required contribution at a rate that more 
appropriately fits the small-employer budget. Local areas will be able to more 
effectively market WIA-funded customized training services to the private sector in 
support of building relationships with employers in high-demand, high-growth 
industries. 

 

7.   Waiver to permit the Commonwealth to replace the performance measures at WIA 
Section 136(b) with the common measures.  The waiver facilitates system integration 
and streamlines the reporting process across partner programs. 

 

8. Waiver of the prohibition at 20CFR 664.510 on the use of Individual Training 
Accounts for older and out-of-school youth to utilize Individual Training Accounts 
(ITAs) for Older Youth program participants.  The waiver allows for continued 
flexibility in using youth funds to provide training services to youth, while retaining the 
limited adult funds to be used for adult training services. The waiver has increased 
efficiency and customer choice for older youth. Additionally, the waiver has enhanced 
the efficiency and ease in tracking of funds for each funding stream. 

 

9.    Waiver of the provision at 20 CFR 663.530 that prescribes a time limit on the 
period of initial eligibility for training providers. The waiver has allowed training 
providers to offer continuous, uninterrupted service to WIA customers. WIA customers 
continue to have the ability to choose their training providers and access training 
services in their local areas with the highest degree of informed customer choice 
possible. 

 

10.     Waiver of the requirements of WIA Section 134(a) (2) (B) (iii) and 20 CFR 
665.200(e) relating to the provision of incentive grants to LWIAs.  In Program Year 
2011, Congress decreased the amount of funding for statewide activities from 15 percent 
to 5 percent.  This reduction restricts the Commonwealth’s ability to effectively fund 
and carry out all required statewide WIA activities and currently identified statewide 
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innovative projects.  The current unobligated funding level in the governor’s reserve is 
insufficient to cover the cost of incentive grants to workforce areas. 
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Part III. Certifications and Assurances  
The following certifications and assurances apply to the extent that the programs and activities are 
included in the State Unified Plan.  
  
A.  General Certifications and Assurances  
By signing the Unified Plan signature page, you are certifying that:  
1. The methods used for joint planning and coordination of the programs and activities included in 

the Unified Plan included an opportunity for the entities responsible for planning or 
administering such programs and activities to review and comment on all portions of the Unified 
Plan.  (WIA, §501(c)(3)(B).)  

  
If you submit the Unified Plan by posting it on an Internet Web site, you are certifying that:  
2. The content of the submitted Plan will not be changed after it is submitted.  Plan modifications 

must be approved by the reviewing state agency.  It is the responsibility of the designated agency 
to circulate the modifications among the other agencies that may be affected by the changes.  

  
B.  Non-construction Programs  
By signing the Unified Plan signature page, you are certifying that the grantee has filed the 
Government-wide standard assurances for non-construction programs (SF 424).  States can print SF 
424 from http://ocfo.ed.gov/grntinfo/appforms.htm.  
  
C. EDGAR Certifications  
You must include the following certifications for each of the state agencies that administer one of 
these programs:  Adult Education and Literacy or Vocational Rehabilitation.  A state may satisfy the 
EDGAR requirement by having all responsible state agency officials sign a single set of EDGAR 
certifications.  
  
By signing the Unified Plan signature page, you are certifying that:  
1. The plan is submitted by the state agency that is eligible to submit the Plan.  [34 CFR 

76.104(a)(1).]  
2. The state agency has authority under state law to perform the functions of the state under the 

program.  [34 CFR 76.104(a)(2)]  
3. The state legally may carry out each provision of the Plan.  [34 CFR 76.104(a)(3)]  
4. All provisions of the Plan are consistent with State law.  [34 CFR 76.104(a)(4)]  
5. A state officer, specified by title in the certification, has authority under state law to receive, hold, 

and disburse Federal funds made available under the Plan.  [34 CFR 76.104(a)(5)]  
6. The state officer who submits the plan, specified by title in the certification, has authority to 

submit the Plan. [34 CFR 76.104(a)(6)]  
7. The agency that submits the plan has adopted or otherwise formally approved the plan.  [34 CFR 

76.104(a)(7)]  
8. The plan is the basis for state operation and administration of the program.  [34 CFR 76.104(a)(8)]  
9. A copy of the State Plan was submitted into the State Intergovernmental Review Process. 

[Executive Order 12372]  
  
D.  Debarment, Drug-Free Work Place, and Lobbying Certification  
By signing the Unified Plan signature page, you are certifying that the Department of Education 
grantee has filed ED 80-0013.  This form also applies to AEFLA and RSA. States can print ED 80-
0013 from http://ocfo.ed.gov/grntinfo/appforms.htm.  
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E.  WIA Title I/Wagner-Peyser Act/Veterans Programs  
By signing the Unified Plan signature page, you are certifying that:  
  
1. The state assures that it will establish, in accordance with section 184 of the Workforce 

Investment Act, fiscal control and fund accounting procedures that may be necessary to ensure 
the proper disbursement of, and accounting for, funds paid to the state through the allotments 
made under sections 127 and 132.  (§112(b)(11).) 
   

2.   The state assures that it will comply with section 184(a)(6), which requires the governor to, every 
two years, certify to the Secretary, that -   

a.  the state has implemented the uniform administrative requirements referred to in section 
184(a)(3);  

b.  the state has annually monitored local areas to ensure compliance with the uniform  
administrative requirements as required under section 184(a)(4);  and 

c.  the state has taken appropriate action to secure compliance pursuant to section 184(a)(5). 
(§184(a)(6).) 

  
3. The state assures that the Adult and Youth funds received under the Workforce Investment Act 

will be distributed equitably throughout the state, and that no local areas will suffer significant 
shifts in funding from year to year during the period covered by this Plan.  (§112(b)(12)(B).)   

4. The state assures that veterans will be afforded employment and training activities authorized in 
section 134 of the Workforce Investment Act, and the activities authorized in chapters 41 and 42 
of Title 38 US code.  The state assures that it will comply with the veterans priority established in 
the Jobs for Veterans Act.  (38 USC 4215).)   

5. The state assures that the governor shall, once every two years, certify one local board for each 
local area in the state.  (§117(c)(2).)   

6. The state assures that it will comply with the confidentiality requirements of section 136(f)(3).   
7. The state assures that no funds received under the Workforce Investment Act will be used to assist, 

promote, or deter union organizing.  (§181(b)(7).)   
8. The state assures that it will comply with the nondiscrimination provisions of section 188, 

including an assurance that a Methods of Administration has been developed and implemented.  
(§188.).  

9. The state assures that it will collect and maintain data necessary to show compliance with the 
nondiscrimination provisions of section 188.  (§185.).   

10. The state certifies that the Wagner-Peyser Act Plan, which is part of this document, has been 
certified by the State Employment Security Administrator.   

11. The state certifies that veterans' services provided with Wagner-Peyser Act funds will be in 
compliance with 38 U.S.C. Chapter 41 and 20 CFR part 1001.   

12. The state certifies that Wagner-Peyser Act-funded labor exchange activities will be provided by 
merit-based public employees in accordance with Department of Labor regulations.   

13.  The state assures that it will comply with the MSFW significant office requirements in 
accordance with 20 CFR part 653.   

14.  The state certifies it has developed this plan in consultation with local elected officials, local 
workforce boards, the business community, labor organizations and other partners.   

15.  The state assures that funds will be spent in accordance with the Workforce Investment Act and 
the Wagner-Peyser Act and their regulations, written Department of Labor guidance 
implementing these laws, and all other applicable Federal and state laws.   

16.  The state ensures compliance with the uniform administrative requirements in WIA through 
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annual, onsite monitoring of each local area.   
17.  As a condition to the award of financial assistance from the Department of Labor under Title I of 

WIA, the grant applicant assures that it will comply fully with the nondiscrimination and equal 
opportunity provisions of the following laws:  

 
a. Section 188 of the Workforce Investment Act of 1998 (WIA), which prohibits discrimination 

against all individuals in the United States on the basis of race, color, religion, sex, national 
origin, age, disability, political affiliation or belief, and against beneficiaries on the basis of 
either citizenship/status as a lawfully admitted immigrant authorized to work in the United 
States or participation in any WIA title I--financially assisted program or activity;  

 
b. Title VI of the Civil Rights Act of 1964, as amended, which prohibits discrimination on the 

bases of race, color and national origin;  
 

c. Section 504 of the Rehabilitation Act of 1973, as amended, which prohibits discrimination 
against qualified individuals with disabilities;  

 
d. The Age Discrimination Act of 1975, as amended, which prohibits discrimination on the 

basis of age; and  
 

e. Title IX of the Education Amendments of 1972, as amended, which prohibits discrimination 
on the basis of sex in educational programs.  

 
f. The grant applicant also assures that it will comply with 29 CFR part 37 and all other 

regulations implementing the laws listed above.  This assurance applies to the grant 
applicant's operation of the WIA title I-financially assisted program or activity, and to all 
agreements the grant applicant makes to carry out the WIA title I-financially assisted 
program or activity.  The grant applicant understands that the United States has the right to 
seek judicial enforcement of this assurance.  

 
18.  The state afforded the State Monitor Advocate an opportunity to approve and comment on the 

Agricultural Outreach Plan. The state solicited information and suggestions from WIA 167 
National Farm worker Jobs Program grantees, other appropriate MSFW groups, public 
agencies, agricultural employer organizations, and other interested organizations. At least 45 
days before submitting its final outreach, the state provided a proposed plan to the 
organizations listed above and allowed at least 30 days for review and comment. The state 
considered any comments received in formulating its final proposed plan, informed all 
commenting parties in writing whether their comments have been incorporated and, if not, the 
reasons therefore, and included  the comments and recommendations received and its responses 
with the submission of the plan. (WIA Sections 112(b)(9), 111(g),20 CFR 661.207, 
20CFR661.220(d),20 CFR 653.107 (d), 20 CFR 653.108(f))  

   
F.  Unemployment Insurance (UI)  
By signing the Unified Plan/State Quality Services Plan (SQSP) Signature Page, the state 
administrator is certifying that the state will comply with the following assurances, and that the state 
will institute plans or measures to comply with the following requirements. The assurances are 
identified and explained below:  
  

A. Assurance of Equal Opportunity (EO). As a condition to the award of financial assistance 
from ETA, the state must assure that the operation of its program, and all agreements or 
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arrangements to carry out the programs for which assistance is awarded, will comply with the 
following laws:  

 Title VI of the Civil Rights Act of 1964, as amended;  
 Sections 504 and 508(f) of the Rehabilitation Act of 1973, as amended;  
 Age Discrimination Act (ADA) of 1975, as amended,  
 Section 188 of the Workforce Investment Act; and  
 Title IX of the Education Amendments of 1972, as amended  

  
Further, the state must assure that it will establish and adhere to Methods of Administration that 
give a reasonable guarantee of compliance with the above equal opportunity and 
nondiscrimination laws and regulations regarding the program services it provides and in its 
employment practices.  These Methods of Administration must, at a minimum, include the 
following:   

  
1. Designation of an Equal Opportunity Officer.  The state must designate a senior-level 

individual to coordinate its EO responsibilities.  The person designated must report to the top 
official on equal opportunity and nondiscrimination matters and be assigned sufficient staff 
and resources to ensure the capability to fulfill the agency’s equal opportunity and 
nondiscrimination obligations. 
   

2.  Equal Opportunity Notice and Communication.  The state must take affirmative steps to 
prominently display the Equal Opportunity is the Law poster in all of its facilities and inform 
applicants for programs, participants, applicants for employment, and employees:  

a. that the state does not discriminate in admission, access, treatment, or employment; 
and   

b. of their right to file a complaint and how to do so. 
   

Other than the Equal Opportunity is the Law poster, methods of notification of this 
information may include placement of notices in offices and publication of notices in 
newsletters, newspapers, or magazines.   
 

3.  Assurances.  The state must develop and implement procedures for transferring 
nondiscrimination and EO obligations in sub-contracts and sub-agreements.  

 
4. Universal Access.  The state must take appropriate steps to ensure that they are providing 

universal access to their programs.  These steps should include reasonable efforts to include 
members of both sexes, various racial and ethnic groups, individuals with disabilities and 
individuals in differing age groups.  

 
5. Compliance with Section 504.  The state must take the necessary measures to ensure access 

to its programs and facilities for persons with disabilities, as well as make certain 
communication with persons with disabilities is as effective as that with others.  

 
6. Data Collection and Recordkeeping.  The state must collect such data and maintain such 

records in accordance with procedures prescribed by the Director of the U.S. Department of 
Labor’s Civil Rights Center.  These characteristics data (e.g., race, sex, national origin, age, 
disability) are utilized to determine whether the state and its local office are in compliance 
with Federal nondiscrimination and equal opportunity statutes and regulations.  

 
7. Monitoring.  The state must establish a system for periodically monitoring the delivery of 
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program services for compliance.  
 

8. Discrimination Complaint Procedures.  The state must develop and follow procedures for 
handling complaints of discrimination covering all of the regulations applicable to it as a 
recipient of Federal financial assistance.  

 
9. Corrective Actions and Sanctions.  The state must establish procedures for taking prompt 

corrective action regarding any noncompliance finding relating to the administration, 
management, and operation of its programs and activities.  

      
B. Assurance of Administrative Requirements and Allowable Cost Standards. The state must comply 

with administrative requirements and cost principles applicable to grants and cooperative 
agreements as specified in 20 CFR Part 601 (Administrative Procedure), 29 CFR Part 93 
(Lobbying Prohibitions), 29 CFR Part 96 and Part 99 (Audit Requirements), 29 CFR Part 97 
(Uniform Administrative Requirements for Grants and Cooperative Agreements to state and local 
Governments), and OMB Circular A-87 (Revised), 2 CFR 225, (Cost Principles for state, local, 
and Indian tribal governments), and with administrative requirements for debarment and 
suspension applicable to sub-grants or contracts as specified in 29 CFR Part 98 (Debarment and 
Suspension).  The state assures that state staff will attend mandatory meetings and training 
sessions, or return unused funds.    

  
States that have sub awards to organizations covered by audit requirements of 29 CFR Part 99 
(Audit of states, local governments, and non-profit organizations) must (1) ensure that such sub 
recipients meet the requirements of that circular, as applicable, and (2) resolve audit findings, if 
any, resulting from such audits, relating to the UI program.  

  
The state also assures that it will comply with the following specific administrative requirements:  
1. Administrative Requirements.  

a.  Program Income. Program income is defined in 29 CFR 97.25 as gross income received 
by a grantee or sub grantee directly generated by a grant supported activity, or earned 
only as a result of the grant agreement during the grant period.  States may deduct costs 
incidental to the generation of UI program income from gross income to determine net UI 
program income.  UI program income shall be added to the funds committed to the grant 
by ETA.  The program income must be used only as necessary for the proper and 
efficient administration of the UI program.  Any rental income or user fees obtained from 
real property or equipment acquired with grant funds from prior awards shall be treated 
as program income under this grant.  

b.  Budget Changes.  Except as specified by terms of the specific grant award, ETA, in 
accordance with the regulations, waives the requirements in 29 CFR 97.30(c)(1)(ii) that 
states obtain prior written approval for certain types of budget changes.   

c.  Real Property Acquired with Reed Act Funds.   The requirements for real property 
acquired with Reed Act or other non-Federal funds and amortized with UI grants are in 
UIPL 39-97, dated September 12, 1997, 29 CFR 97.31 to the extent amortized with UI  
grants; and in TEGL 7-04, Issues Related to Real Property Used for ETA Program 
Purposes.   

d.  Equipment Acquired with Reed Act Funds.  The requirements for equipment acquired 
with Reed Act or other non-Federal funds and amortized with UI grants are in UIPL 39-
97, and UIPL 39-97 Changes 1 and 2, and in 29 CFR 97.31, to the extent amortized with 
UI grants.   

e.  Real Property, Equipment, and Supplies.    
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1)  Real property, equipment, and supplies acquired under prior awards are transferred to 
this award and are subject to the relevant regulations at 29 CFR Part 97.   

2)  For computer systems and all associated components which were installed in states for 
the purpose of Regular Reports, Benefits Accuracy Measurement, and other UI 
Activities, the requirements of 29 CFR Part 97 apply.  The National Office reserves 
the right to transfer title and issue disposition instructions in accordance with 
paragraph (g) of Federal regulations at 29 CFR 97.32.  States also will certify an 
inventory list of system components which will be distributed annually by ETA.   

2. Exceptions and Expansions to Cost Principles. The following exceptions or expansions to the 
cost principles of OMB Circular No. A-87 (Revised) are applicable to states:  
a.   Employee Fringe Benefits.  As an exception to OMB Circular A-87 (Revised) with 

respect to personnel benefit costs incurred on behalf of state employees who are members 
of fringe benefit plans which do not meet the requirements of OMB Circular No. A-87 
(Revised), Attachment B, item 8, the costs of employer contributions or expenses 
incurred for state fringe benefit plans are allowable, provided that:   
1)  For retirement plans, all covered employees joined the plan before October 1, 1983; 

the plan is authorized by state law; the plan was previously approved by the 
Secretary; the plan is insured by a private insurance carrier which is licensed to 
operate this type of plan in the applicable state; and any dividends or similar credits 
because of participation in the plan are credited against the next premium falling due 
under the contract.  

2)  For all state fringe benefit plans other than retirement plans, if the Secretary granted a 
time extension after October 1, 1983, to the existing approval of such a plan, costs of 
the plan are allowable until such time as the plan is comparable in cost and benefits to 
fringe benefit plans available to other similarly employed state employees.  At such 
time as the cost and benefits of an approved fringe benefit plan are equivalent to the 
cost and benefits of plans available to other similarly employed state employees, the 
time extension will cease and the cited requirements of OMB Circular A-87 
(Revised) will apply.    

3)  For retirement plans and all other fringe benefit plans covered in (1) and (2) of this 
paragraph, any additional costs resulting from improvements to the plans made after 
October 1, 1983, are not chargeable to UI grant funds.  

 
b.  UI Claimant's Court Appeals Costs.  To the extent authorized by state law, funds may be 

expended for reasonable counsel fees and necessary court costs, as fixed by the court, 
incurred by the claimant on appeals to the courts in the following cases:   
  1) Any court appeal from an administrative or judicial decision favorable in whole or in 

part for the claimant;   
  2) Any court appeal by a claimant from a decision which reverses a prior decision in 

his/her favor;   
  3) Any court appeal by a claimant from a decision denying or reducing benefits awarded 

under a prior administrative or judicial decision;   
  4) Any court appeal as a result of which the claimant is awarded benefits;   
  5) Any court appeal by a claimant from a decision by a tribunal, board of review, or 

court which was not unanimous;   
  6) Any court appeal by a claimant where the court finds that a reasonable basis exists for 

the appeal.   
c.   Reed Act.  Payment from the state's UI grant allocations, made into a state's account in 

the Unemployment Trust Fund for the purpose of reducing charges against Reed Act 
funds (section 903(c)(2) of the Social Security Act, as amended (42 U.S.C. 1103(c)(2)), 
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are allowable costs provided that:   
 1) The charges against Reed Act funds were for amounts appropriated, obligated, and 

expended for the acquisition of automatic data processing installations or for the 
acquisition or major renovation of state-owned buildings, but not land;  

 2) With respect to each acquisition or improvement of property, the payments are 
accounted for as credit against equivalent amounts of Reed Act funds previously 
withdrawn under the respective appropriation.  

d.  Prior Approval of Equipment Purchases.  As provided for in OMB Circular No. A-87 
(Revised), Attachment B, item 15, the requirement that grant recipients obtain prior 
approval from the Federal grantor agency for all purchases of equipment (as defined in 29 
CFR 97.3) is waived and approval authority is delegated to the state administrator.   

e.  Federal Cash Transaction Report.  The state is exempt from submission of the SF 272, 
Federal Transactions Report, and the SF 272A, Continuation Sheet, per 29 CFR 97.41 (c) 
discretion.   

  
C. Assurance of Management Systems, Reporting, and Record Keeping.   
The state assures that:  
1.  Financial systems provide fiscal control and accounting procedures sufficient to permit timely 

preparation of required reports, and the tracing of funds to a level of expenditure adequate to 
establish that funds have not been expended improperly (29 CFR 97.20).   

2.  The financial management system and the program information system provide Federally-
required reports and records that are uniform in definition, accessible to authorized Federal and 
state staff, and verifiable for monitoring, reporting, audit, and evaluation purposes.  

3.  It will submit reports to ETA as required in instructions issued by ETA and in the format ETA 
prescribes.    

4.  It will retain all financial and programmatic records, supporting documents, and other required 
records at least three years as specified in 29 CFR 97.42(b).  

5.  The financial management system provides for methods to insure compliance with the 
requirements applicable to procurement and grants as specified in 29 CFR Part 98 (Debarment 
and Suspension), and for obtaining the required certifications under 29 CFR 98.510(b) regarding 
debarment, suspension, ineligibility, and voluntary exclusions for lower tier covered transactions.  

  
D. Assurance of Program Quality. The state assures that it will administer the UI program in a 

manner that ensures proper and efficient administration.  "Proper and efficient administration" 
includes performance measured by ETA through Core measures, Management Information 
measures, program reviews, and the administration of the UI BAM, BTQ, Data Validation (DV), 
and TPS program requirements.    

  
E. Assurance on Use of Unobligated Funds. The state assures that non-automation funds will be 

obligated by December 31 of the following fiscal year, and liquidated within 90 days thereafter.  
ETA may extend the liquidation date upon written request.  Automation funds must be obligated 
by the end of the 3rd fiscal year, and liquidated within 90 days thereafter.  ETA may extend the 
liquidation date upon written request.  Failure to comply with this assurance may result in 
disallowed costs from audits or review findings.  
Note.  Travel costs for state agency personnel are considered obligated when the travel is 
actually performed.  

  
F. Assurance of Prohibition of Lobbying Costs (29 CFR Part 93).  The state assures and certifies that, 

in accordance with the DOL Appropriations Act, no UI grant funds will be used to pay salaries or 
expenses related to any activity designed to influence legislation or appropriations pending 
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before the Congress of the United States.  
  
G.  Drug-Free Workplace (29 CFR Part 98).  The state assures and certifies that it will comply with 

the requirements at this part. (29 CFR Part 93)  
  
H.  Assurance of Disaster Recovery Capability.  The state assures that it will maintain a Disaster 

Recovery plan.    
  
I.  Assurance of Conformity and Compliance.   The state assures that the state law will conform to, 

and its administrative practice will substantially comply with, all Federal UI law requirements, 
and that it will adhere to DOL directives.  

  
J.  Assurance of Automated Information Systems Security.  The state assures that its automated 

information systems have security protections commensurate with the risk and magnitude of 
harm.  

  
K.  Assurance of Confidentiality. The state will keep confidential any business information, as 

defined at 29 CFR 90.33 and any successor provision(s), it obtains or receives in the course of 
administering the Trade Adjustment Assistance or Alternative Trade Adjustment Assistance 
programs under this Agreement. The state shall not disclose such information to any person, 
organization, or other entity except as authorized by applicable state and Federal laws.  

  
M.  OMB Burden Statement  
  
These reporting instructions have been approved under the Paperwork Reduction Act of 1995.  
Persons are not required to respond to this collection of information unless it displays a valid OMB 
control number.  Public reporting burden for this collection of information includes the time for 
reviewing instructions, searching existing data sources, gathering and maintaining the data needed, 
and completing and reviewing the collection of information.  Submission is required by the 
Workforce Investment Act section 112(a).  Send comments regarding this burden estimate or any 
other aspect of this collection of information, including suggestions for reducing this burden, to the 
U.S. Department of Labor, Office of Workforce Investment, Room S-4231, 200 Constitution Ave., 
NW, Washington, DC, 20210.  
 


